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How  to  Read  this  Document: 

This  document  has  been  drafted  to  meet  the  needs  of  a  variety  of  readers  and  to  link 
well  the  ministry's  new  directions  with  the  Strategic  Plan.  Thus,  those  who  read  it  from 
front  to  back  may  find  it  somewhat  repetitive,  although  they  will  have  a  full  picture  of  all 
the  proposed  changes  to  the  ministry.  However,  please  consider  the  following,  before  you 
start  reading: 

1.  If  you  want  to  know  how  these  changes  respond  to  the  Strategic  Plan,  you  should 
read  the  final  Plan  which  is  packaged  separately  (in  the  left-hand  pocket  of  the  Kit) 
and  then  the  Overview  Report  at  the  front  of  this  document. 

2.  If  you  want  a  quick  overview  of  the  whole  report,  read  the  Summary  section. 

3.  If  you  want  to  know  what  the  1  994  policy  and  program  initiatives  of  the  ministry  are, 
read  the  Goals  and  Priorities  section  at  the  front  of  this  document  and  the  Ministry 
Priorities  Document  at  Tab  A. 

4.  If  you  are  interested  in  what  is  happening  to  a  particular  Program  or  Division,  look 
at  the  Table  of  Contents  and  then  at  the  relevant  parts  of  the  Overview  and  Tabs  C 
and  D.  The  most  detail  about  changes  to  a  particular  part  of  the  ministry  can  be 
found  in  the  Tabs.  However,  you  should  probably  read  the  Overview  first  so  that 
you  have  an  understanding  of  the  context  within  which  changes  to  your  part  of  the 
ministry  are  being  proposed. 
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Ministry  of  the  Attorney  General 
Strategic  Plan 


The  Overall  Goal  of  the  Ministry 


To  deliver  justice  services  to  a  diverse  community  by  maintaining 
and  enforcing  rights  and  responsibilities,  by  protecting  the  rights  of 
the  vulnerable,  by  supporting  fair  and  just  systems  for  resolving 
disputes,  and  by  providing  legal  services  to  government. 


Priorities  for  Justice  Reform 


In  its  ongoing  efforts  to  reform  policies  and  programs  to  better  meet  public 
needs,  the  Ministry  has  established  the  following  priorities  based  on 
general  government  directions: 

•  Moving  to  a  more  focused  and  efficient  justice  system  by: 

►  concentrating  resources  on  the  most  serious  cases  and  issues  in 
all  areas  of  our  work,  and, 

►  emphasizing  prevention  and  encouraging  compliance. 

®  Respect  for  victims  while  ensuring  respect  for  the  rights  of 

defendents. 

•  Ensuring  the  provision  of  social  justice  services  to  women,  children, 
and  the  vulnerable. 

•  Commitment  to  equity,  to  fighting  systemic  discrimination  and 
racism,  and  advancing  Ontario's  corporate  goals  in  respect  of 
Aboriginal  peoples. 


Directions  for  How  We  Want  To  Operate 


To  become  a  more  service-oriented,  cohesive  and  supportive  organization 
and  to  foster  decentralized  decision-making.  We  will  take  action  to: 

1.  Improve  service  to  our  clients  and  the  public. 

2.  Create  an  environment  of  openness,  trust,  and  respect. 

3.  Demonstrate  a  commitment  to  employees  and  their  development. 

4.  Give  employees  the  tools  to  do  the  job. 

5.  Develop  a  structure  to  support  the  work  that  we  do. 


Directions  for  How  We  Want  To  Operate 


"Take  time  to  ask  the  bigger  questions  -  otherwise  we  will  continue  to  feed  a 
system  that  perpetuates  the  same"  -  Comment  from  an  external  focus  group. 


An  important  part  of  the  development  of  this  plan  was  seeking  the  views  of 
employees,  other  ministries  and  justice  system  clients  about  the  way  that  the 
Ministry  of  the  Attorney  General  operates.  On  the  positive  side,  we  heard  that 
staff  are  committed,  knowledgeable  and  dedicated.  However,  we  heard  many 
suggestions  for  improvements  to  the  way  we  operate. 

The  main  message  we  took  from  the  consultation  is  that  the  Ministry  must  change 
the  way  it  operates  to  emphasize  service  and  to  provide  a  better  working 
environment.  This  means  a  fundamental  change  in  "Ministry  culture".  We  also 
need  to  improve  support  for  decentralized  decision  making. 

To  respond  to  the  message  heard  in  consultation,  the  Ministry  must  make  the 
transformation  to  a  service  organization  which  is  sensitive  to  its  clients  and 
employees  and  is  more  forward  thinking  and  innovative. 
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Direction  1 :  Improve  service  to  our  clients  and  the  public 


"Respect  is  the  foundation  of  good  customer  service,  whether  internal  or  external"  - 
Comment  made  in  a  brainstorming  session. 


The  issue  - 

We  must  meet  public  and  client  needs  more  effectively  and  efficiently.  For  this 
Ministry,  "clients"  may  include  justice  system  partners,  those  who  use  or  need  our 
services  and  a  diverse  public,  other  ministries  -  especially  in  relation  to  legal 
services  -  and  Ministry  employees.  The  judiciary  has  a  unique  role  based  on  the 
fundamental  principle  of  judicial  independence,  and  our  support  to  members  of 
the  judiciary  must  be  given  in  that  context. 


Goals 


Actions 


Service  orientation  - 


To  provide  services  in  a 
manner  that  is  helpful, 
respectful  and  responsive  to 
the  diversity  of  client  needs, 
and  that  is  efficient  and  cost- 
effective. 


•  Develop  training,  support,  and  information  materials 
for  front-line  staff  about  serving  the  public  and  dealing 
with  special  situations. 

•  Equip  employees  who  help  the  public  with  reference 
materials  and  up-to-date  information  so  that  they  can 
answer  questions  quickly  and  they  know  where  to 
direct  a  person  with  an  inquiry. 


•  Ensure  that  management  decisions  reflect  and  reward  a 
customer-service  orientation. 


•  Develop  ways  to  improve  employee  morale, 
recognizing  the  link  between  morale  and  quality  of 
customer  service. 
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Goals 


Actions 


Consultation  about  services  - 


To  consult  about  our  services 
with  those  affected  before 
making  major  changes  in 
those  services  and  consider 
ways  to  increase  community 
involvement  in  our  programs. 


•  Hold  informal  meetings  with  the  people  we  serve, 
both  internal  and  external  to  the  Ministry,  to  keep 
informed  about  what  works  well  and  what  needs 
improvement. 

•  Ensure  that  community  advisory  boards  are  in  place 
for  Ministry  programs  providing  direct  public  service. 


•  Develop  guidelines  for  consultation  so  that  people  can 
provide  meaningful  advice.  Inform  people  about  the 
outcomes  of  consultations  in  which  they  participate. 


®  Encourage  clients  to  let  us  know  their  views.  (For 
example,  establish  a  place  in  each  office  where  clients 
can  leave  suggestions  and  complaints  without  fear  of 
retribution.  Designate  someone  in  each  office  to  be 
responsible  for  responding  to  suggestions  and 
addressing  complaints). 


•  Involve  clients  in  evaluating  our  programs. 


Equity  and  access  - 


To  provide  services  that  are 
accessible  to  a  diverse 
population,  with  a  focus  on 
racial  minorities,  Aboriginal 
peoples,  persons  with 
disabilities,  francophones  and 
women. 


•  Include  a  focus  on  serving  a  diverse  community  in  all 
customer  service  training  and  in  setting  standards  for 
program  delivery. 

•  Improve  the  Ministry's  capacity  to  deliver  programs  in 
the  French  language. 

®  Practice  employment  equity  so  we  can  provide  better 
customer  service  and  so  that  our  employees  are 
representative  of  the  community. 


•  Ensure  that  evaluations  and  program  reviews  of 
Ministry  services  include  an  assessment  of  service 
delivery  to  racial  minorities,  Aboriginal  peoples, 
persons  with  disabilities,  women  and  francophones. 
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Goals 


Actions 


Awareness  and  information 
sharing  - 


To  inform  and  educate  our 
diverse  clients  and  the  public 
so  that  they  can  make  the 
most  effective  use  of  our 
services  and  to  increase 
awareness  about  the  services 
the  Ministry  does,  and  does 
not,  provide. 


•  Identify  the  services  we  provide,  the  recipients  of  the 
services  and  their  unique  needs,  and  the  level  of  ■ 
services  we  are  able  to  provide.  As  an  ongoing  way 
of  doing  business,  communicate  this  information  to  the 
public  (for  example,  using  pamphlets,  interactive 
computer  programs,  community  television,  and  a 
speakers'  bureau). 

•  Create  culturally  and  linguistically  appropriate  self-help 
tools  and  instructional  packages  for  the  most 
frequently  used  programs  to  assist  people  in  using  our 
services  more  efficiently. 


Cooperative  management  with 
the  judiciary  - 


To  establish  a  clear 
understanding  about  whether 
specific  management 
decisions  are  the  responsibility 
of  the  judiciary  or  the 
Ministry,  and  those  which 
should  be  decided  by  both, 
always  mindful  of  judicial 
independence. 


•  Continue  to  develop  an  understanding  with  the 
judiciary  about  areas  of  separate  and  joint 
responsibility  through  signed  memoranda  of 
understanding. 

•  Increase  dialogue  and  consultation  with  the  judiciary. 
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Direction  2:  Create  an  environment  of  openness,  trust  and  respect 


"Staff  should  be  allowed  input  and  this  input  should  be  given  serious 
consideration"  -  Comment  from  a  staff  survey. 


The  issue  - 

Ensuring  that  all  employees  feel  comfortable  and  respected  in  the  workplace  is  a 
challenge.  So  too  is  keeping  employees  informed  about  and,  more  importantly, 
involved  in  Ministry  operations.  Communication  should  be  open,  timely,  and 
"two-way".  While  there  are  areas  where  there  is  a  strong  sense  of  teamwork  and 
joint  participation,  there  are  many  other  areas  where  people  are  frustrated.  Many 
employees  want  clearer  lines  of  accountability,  and  a  say  in  how  things  progress, 
and  they  want  to  be  treated  with  respect. 

Goals  Actions 


Fostering  respect  - 

To  foster  trust  and  mutual 
respect  and  to  improve  the 
quality  of  working  life. 


•  Revise  performance  contracts  to  include  advancing  the 
goals  of  the  strategic  plan  and,  for  managers,  a  special 
responsibility  for  the  quality  of  working  life  of  their 
employees  and  for  fostering  mutual  respect. 

•  Use  cross-divisional  project  teams  and  provide  for 
more  job  exchanges  between  field  offices  and  head 
office,  and  among  divisions  to  foster  mutual 
understanding. 

•  Decentralize  decision-making  to  the  greatest  extent 
possible. 
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Goals 


Actions 


Shared  decision-making  and 
accountability  - 

To  give  employees  at  all  levels 
a  voice  in  the  decisions 
affecting  the  work  that  they 
do;  to  increase  employees' 
authority  over  and 
accountability  for  the  work 
they  do. 


•  Seek  greater  involvement  of  the  union  and 
management  and  professional  associations  in  Ministry 
decision  making. 

•  Enable  employees  to  make  decisions  necessary  to  the 
performance  of  their  work.  Give  them  the  information 
and  authority  necessary  to  make  informed  decisions. 


•  In  each  office,  create  a  forum  for  employees  to 
contribute  to  decision-making. 

•  Ensure  that  employees  and  peers  are  consulted  when 
their  manager's  performance  is  being  appraised.  The 
method  of  consultation  must  not  jeopardize  the 
working  relationship  between  manager  and  employee. 

•  Develop  a  better  understanding  of  front-line  operations 
by  senior  managers.  (For  example,  increase  site  visits 
by  senior  management;  create  a  "front  line  advisory 
group"  to  act  as  an  advisor  and  sounding  board  for 
senior  management.) 


Open  and  effective 
communication  - 

To  foster  timely,  open, 
two-way  dialogue  with 
employees  and  with  the  union 
and  management  and 
professional  associations. 


•  Replace  the  climate  of  secrecy  in  our  dealings  with 
each  other  with  openness,  except  where  confidentiality 
is  mandatory. 

•  Treat  front-line  staff  as  priority  "internal  clients"  for 
communications,  recognizing  their  key  role  in  giving 
information  to  the  public  and  receiving  public  ideas 
and  feedback. 


•  Identify  and  remove  barriers  to  the  flow  of  information 
within  the  Ministry.  Hold  regular,  meaningful  staff 
meetings  in  which  managers  and  employees  can 
exchange  information  and  ideas. 

•  Make  it  a  priority  to  solicit  advice  and  feedback  from 
employees.  Communicate  decisions  that  are  taken 
and  the  reasons  for  them  to  the  people  affected. 
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Direction  3:  Demonstrate  a  commitment  to  employees  and  their 
development 


"Utilize  staff  to  their  full  potential." 

"Staff  training  and  development  is  essential  -  no  explanation 
should  be  necessary"  -  Comments  from  staff  surveys. 


The  issue  - 

Employees  want  to  develop  in  their  jobs  and  learn  new  skills.  Those  new  to  their 
responsibilities  want  to  be  well  prepared  to  deliver  service.  Employees  want  to  be 
recognized  and  valued.  As  one  individual  in  a  focus  group  said,  "a  simple  thank 
you  would  suffice",  and  not  all  our  employees  hear  even  that.  Those  on  the  "front 
lines"  want  to  know  how  to  deal  with  special  situations  and  want  to  have 
confidence  that  they  will  be  supported  in  what  they  do.  Also,  people  want  to  be 
assured  that  the  selection  of  individuals  for  positions  or  opportunities  is  done 
fairly. 


Goals 


Actions 


Clear  expectations  - 


To  ensure  that  employees 
have  a  clear  understanding  of 
what  is  expected  from  them 
and  what  they  can  expect 
from  their  managers. 


•  Provide  clear  descriptions  of  job  requirements. 

®  Provide  a  meaningful  system  of  performance 
management  for  all  employees  that  includes  self 
appraisal. 


•  Provide  clear  standards  of  what  employees  are  entitled 
to  expect  from  managers. 
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Goals 


Actions 


Fairness  in  selection  and 
respect  for  diversity  - 


To  select  capable,  qualified 
employees  for  positions, 
development  opportunities 
and  promotions,  in  keeping 
with  the  principles  of  fairness 
and  employment  equity;  to 
provide  an  environment  where 
employees  from  diverse 
backgrounds  feel  supported. 


•  Communicate  developmental  opportunities  as  widely 
as  possible  to  ensure  that  all  employees  who  may  be 
eligible  are  made  aware. 

•  Subject  to  the  requirements  of  direct  placement 
programs,  develop  processes  for  selecting  persons  for 
positions  or  developmental  opportunities/secondments 
that  emphasize  fairness  and  openness. 

•  Ensure  that  managers  are  clearly  responsible  for 
creating  a  welcoming  environment  for  a  diversity  of 
employees. 


Recognition  - 

To  recognize  the  excellent  ®  Encourage  managers  to  communicate  clearly  about  the 

service  provided  by  employees  contributions  of  their  employees, 
and  their  commitment  to  the 

work  of  the  Ministry. *  *  Develop  strategies  to  provide  meaningful  individual 

and  team  recognition  and  rewards. 


Orientation  and  information 
sharing  - 


To  ensure  that  employees  are 
well-informed  about  the 
priorities  and  activities  of  the 
Ministry  and  how  their  work 
fits  in. 


•  Orient  all  employees  about  how  the  Ministry  operates 
as  a  whole  and  how  programs  and  branches 
interrelate,  and  about  the  work  in  their  branch  and 
how  their  work  fits  in.  Provide  orientation  about  the 
strategic  plan  and  its  goals  and  actions. 
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Goals 


Actions 


Training  and  development  - 


To  provide  helpful  and 
ongoing  training  and 
development  so  that 
employees  have  the  skills  and 
knowledge  to  deliver  high 
quality  service. 


•  Implement  a  Ministry-wide  policy  on  staff  training  and 
development  based  on  the  strategic  priorities  for  the 
Ministry  that: 

►  gives  employees  the  tools  to  do  their  job  and  to 
put  the  strategic  plan  into  operation. 

►  includes  innovative  and  cost-effective  methods 
of  training  and  on  the  job  learning  experiences. 


►  emphasizes  practical  training  on  equity  issues. 


Establish  a  Ministry-wide  training  group  with  local 
technical  trainers.  Use  a  "train-the-trainers" 
approach. 


Ensure  access  to  training  opportunities  across  the 
Ministry  and  across  all  levels,  including  employees 
on  contract. 

Include  training  and  associated  costs  in  planning 
and  implementing  new  initiatives. 

Support  and  retrain  employees  affected  by 
reorganization  or  downsizing  to  assist  them  in 
obtaining  new  positions  within  government. 
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Direction  4:  Give  employees  the  tools  to  do  the  job 


"Still  typing  info  on  filing  cards" 

"Let's  use  the  resources  that  we  have" 

"Refurbish  [facilities]  where  needed  to  maintain  good  public  image,  good 
staff  morale,  and  pride  in  our  work"  -  Comments  from  a  staff  focus  groups. 


The  issue  - 

Many  employees  believe  that  they  do  not  have  the  tools  to  do  the  job.  These 
tools  can  range  from  reference  manuals  and  data  bases  to  computer  access  to 
information  about  a  case.  There  is  also  the  challenge  of  ensuring  that  technology 
is  distributed  in  an  equitable  way,  according  to  need.  There  is  a  shared 
understanding  that  automation  and  information  technology  can  improve 
communication,  productivity  and  customer  service. 

Goals  Actions 


Safe  and  accessible 

facilities  - *  *  Make  employee  occupational  health,  safety  and 

security  a  priority. 


To  ensure  that  the 
environment  in  which  we 
work  is  safe,  healthy  and 
conducive  to  the  efficient 
performance  of  our  work  and 
that  Ministry  facilities  are 
welcoming  and  fully 
accessible  to  employees  and 
to  the  public. 


•  Make  barrier-free  access  both  to  and  within  Ministry 
facilities  a  priority  in  planning  and  managing 
facilities. 

•  Rationalize  capital  planning  and  office  furnishings  to 
ensure  a  more  uniform  workplace  standard  of 
accommodation  across  the  Ministry. 

•  Wherever  possible  consolidate  operations  in  one 
building  and  in  one  work  space.  Consider  whether 
to  consolidate  operations  in  a  location  housing  other 
ministries  to  take  advantage  of  shared  support 
services. 
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Goals 


Actions 


Accommodating  special  needs 

•  Train  managers  about  their  responsibility  for 
To  accommodate  the  special  accommodating  employees  with  disabilities  and 

needs  of  employees  with  other  special  needs, 

disabilities  in  order  that  they 
can  contribute  fully  to  the 
Ministry. 


Information  and  tools  - 


To  provide  employees  with 
the  information  and  tools  they 
need: 

►  to  serve  diverse  clients 

and  members  of  the  public  „ 
quickly  and  efficiently. 

►  to  communicate  with  each 
other. 

►  to  make  informed 
decisions  affecting  their 
work. 


Ensure  that  reference  manuals,  guidelines  and 
directives  are  created  and  are  up-to-date  (preferably 
"on-line").  The  manuals  must  be  in  plain  language 
and  easy-to-use.  They  must  enable  employees  to 
make  informed  decisions  quickly  about  their  work. 

Standardize  the  development,  acquisition,  and 
deployment  of  technological  equipment  and 
software  used  across  the  Ministry.  Ensure  the  use  of 
compatible  equipment  and  programs. 

Link  every  office  in  the  Ministry  by  electronic  mail 
and  provide  the  necessary  support,  accommodation 
and  guidelines. 

Develop  and  enforce  standards  for  the  use  of 
voice-mail. 


Consult  employees  before  acquiring  new  tools  or 
equipment  and  consider  the  special  needs  of 
persons  with  disabilities. 
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Direction  5:  Develop  a  structure  to  support  the  work  we  do 


"Better  coordination  -  avoid  duplicating  services  that  might  already  be  in 
place  -  why  aren't  we  talking  to  each  other"  -  Comments  from  internal  focus 
groups 


The  issue  - 

There  are  many  concerns  about  the  number  of  management  layers  in  the  current 
organization  of  the  Ministry  and  about  the  way  that  regionalization  is  working  and 
supported.  There  is  confusion  about  the  extent  to  which  Ministry  operations  have 
been  decentralized  or  centralized  and  about  the  way  the  "head  office"  supports 
field  operations.  A  greater  sense  of  cohesiveness  is  needed,  both  among  divisions 
and  with  other  ministries.  Clearer  lines  of  accountability  are  needed  and  any 
duplication  of  work  should  be  eliminated. 

Goals  Actions 


Cohesiveness  - 


To  break  down  barriers 
between  the  different  parts  of 
the  Ministry,  to  develop  a 
common  sense  of  identity  and 
to  foster  cooperation. 


Make  greater  use  of  cross-divisional  project 
management  teams  for  policy  and  program 
development.  Teams  should  have  representatives 
from  affected  areas  and  various  levels  of  the 
organization  and  should  reflect  the  diversity  of  the 
workforce. 


Establish  avenues  or  forums  to  share  information 
and  to  help  divisions  work  together  to  identify 
common  issues  and  resolve  them  collaboratively. 
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Goals 


Actions 


Organizational  effectiveness- 


To  create  an  organizational 

structure  that: 

►  makes  it  easier  for  us  to 

provide  efficient,  high  # 

quality,  province-wide 
service  to  our  clients,  to 

the  public  and  to  each 
other,  • 

►  moves  decision-making  to 
the  lowest  level 
practicable, 

►  is  clear  about  which 
functions  are  decentralized 
and  supports  them, 


Assess  the  need  for  every  layer  of  management  in 
the  Ministry.  Do  this  in  concert  with  defining  the 
roles  and  responsibilities  of  the  layers.  Eliminate 
layers  that  cannot  be  justified. 

Determine  which  services  are  better  provided 
centrally  and  provide  the  necessary  support  to  those 
which  are  better  provided  locally. 

Identify  reasons  for  duplication  and  develop 
planning  processes  to  stop  "reinventing  the  wheel". 
Attempt  to  streamline  as  many  procedures  as 
practicable. 

In  reviewing  the  Ministry's  organizational  structure, 
consider  its  ability  to  further  the  principles  of  the 
strategic  plan  (for  example  service  to  clients  and  the 
public). 


►  minimizes  the  duplication 
of  work  and  layers  of 
approval, 

►  is  abl^  to  respond 
effectively  to  emerging 
issues  and  changing 
service  requirements, 


►  has  clearly  defined  roles 
and  lines  of 
accountability. 
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Goals 


Actions 


Improved  links  with  other 
ministries  - 

To  increase  cooperation  and 
collaboration  with  other 
ministries  (particularly  those 
working  within  the  broader 
justice  system)  through 
partnerships  and  technological 
links. 


Create  partnerships  and  project  teams  with  other 
ministries  to  develop  policies  and  programs  and  to 
share  in  the  development  of  information  systems 
and  other  technological  advances. 

Make  greater  consultation  and  communication  with 
other  ministries  part  of  the  routine  of  doing 
business. 

Explore  opportunities  to  share  information  and 
resources  with  other  ministries.  For  example, 
environmental  scanning  (anticipating  future  events) 
can  be  pooled  among  ministries  with  common 
interest  areas  such  as  social  justice. 


Place  special  focus  on  closer  coordination  with  the 
Ministry  of  the  Solicitor  General  and  Correctional 
Services  and  the  Ministry  of  Community  and  Social 
Services. 


Limits  on  change  - 


To  recognize  that  structural 
changes  should  be  made  only 
where  the  benefits  greatly 
outweigh  the  associated  costs 
and  strain  to  the  Ministry  and 
our  employees. 


Ensure  that  the  implementation  of  any  structural 
change  takes  into  account  the  effect  on  individuals 
and  that  it  is  done  in  a  supportive  way. 


-  14  - 


Table  of  Contents 


Page  # 


Introduction  -  Message  from  the  Attorney  General 

and  Deputy  Attorney  General  .  (i) 

Ministry  Goals  and  Priorities  .  1 

Overview  Report  on  Ministry  Exercises  and  New  Directions .  4 

=>  Strategic  Planning  . . .  4 

=>  Ministry  Exercises  and  Initiatives  that  support 

the  Directions  of  the  Strategic  Plan  .  5 

Direction  1:  5 

Social  Justice  Review .  5 

The  Official  Guardian's  Office  -  Strategic  Review .  6 

Public  Trustee  -  Operational  Review .  7 

Public  Trustee  -  Substitute  Decisions  Project  .  8 

Civil  Law  Program  Review .  9 

Cooperative  Management  with  the  Judiciary  .  9 

Direction  2:  11 

Improving  Communications  with  Employees .  11 

Employment  Systems  Review .  12 

The  Ministry's  "Equity  Direction"  .  13 

Sharing  Decision-Making  with  Employees .  14 

Direction  3:  15 

Ministry  Training  Framework  .  15 

Employment  Systems  Review .  16 

Direction  4:  18 

Corporate  Information  Technology  Strategy .  18 

Employment  Systems  Review .  19 

Direction  5:  20 

Structural  Issues  Review .  20 

•  The  Field 

Regionalization  .  21 

Regional  Offices  -  Integrated  Management  Model  .  23 

•  Head  Office  .  25 

Civil  Law  Division  .  25 

Constitutional  Law  Division .  27 

Courts  Administration  Division  .  27 

Criminal  Law  Division  .  29 

Finance  and  Administration  Division  .  30 

French  Language  Services  Branch,  Aboriginal  Issues  Group, 

and  Equity  Offices .  33 

Legal  Research  Group .  35 

Policy  Development .  36 


Page  # 


Senior  Management  Committee  . .  37 

Social  Justice  Services  Division  .  38 

Strategic  Planning  Office  . .  40 

®  Other  Organizational  Directions  .  40 

The  Office  of  Youth  Justice .  40 

Delayering,  Span  of  Control,  and  Innovative 

Management  Techniques  .  42 

Projected  Future  Organization  Chart  .  44 


Summary  -  New  Directions . Tab  "Summary" 

Appendices 

Ministry  Priorities  Document . . . Tab  A 


Strategic  Planning  .  . . . . . . Tab  B 

Ministry  Reviews . Tab  C 

1.  Social  Justice  Review .  1 

2.  Official  Guardian  Strategic  Review  .  6 

3.  Public  Trustee  -  Operational  Review  .  8 

4.  Public  Trustee  -  Substitute  Decisions  Project .  12 

5.  Civil  Law  Program  Review  . .  15 

6.  Employment  Systems  Review  .  18 


Structural  Issues  Review  -  Organizational  Directions . 

1 .  The  Field 

Regionalization  . 

Regional  Offices  -  Integrated  Management  Model  . . 

2.  FHead  Office 

Civil  Law  Division . 

Constitutional  Law  Division  . 

Courts  Administration  Division  . 

Criminal  Law  Division  . 

Finance  and  Administration  Division . 

French  Language  Services  Branch,  Aboriginal  Issues  Group, 

and  Equity  Offices . 

Legal  Research  Group  . 

Policy  Development . 

Senior  Management  Committee . 

Social  Justice  Services  Division  . 

Strategic  Planning  Office . 

3.  The  Judiciary . 

4.  The  Office  of  Youth  Justice . 

5.  Delayering,  Span  of  Control,  and  Innovative  Management  Techniques 

6.  Communicating  with  Employees . 


.  Tab  D 


5 

8 
1 1 
13 
15 
17 

22 

26 

27 

30 

34 

36 

37 
39 
41 
44 


Corporate  Strategies . ' . Tab  E 

1.  Corporate  Information  Technology  Strategy  .  1 

2.  Ministry  Training  Framework  .  4 


Message  from 
the  Attorney  General 

and 

Deputy  Attorney  General 


Introduction  - 


Attorney  General  Marion  Boyd 


Deputy  Attorney  General  George 
Thomson 


Over  the  past  year,  we  engaged  in  a  strategic  planning  exercise  based  on  a  broad 
consultative  process.  In  addition,  a  number  of  reviews  of  ministry  services,  programs  and 
systems  were  undertaken.  In  August,  a  memo  was  sent  to  all  staff  informing  them  that  the 
directions  set  out  in  the  draft  Strategic  Plan,  the  recommendations  of  the  various  Reviews, 
and  the  related  organizational  issues  would  be  considered  together  over  the  Fall. 

The  purpose  of  this  Report  is  to  provide  you  with  information  about  these  various 
exercises  and  to  inform  you  of  the  new  directions  for  our  ministry.  The  directions  outlined 
in  this  Report  are  based  on  what  our  staff,  clients  and  other  stakeholders  told  us  was  needed 
and  will  help  us  to  work  better  together  as  a  ministry,  to  improve  the  delivery  of  our  justice 
services,  and  to  face  the  challenges  created  by  strained  fiscal  resources  and  increasing 
demands  on  service. 

Deciding  on  these  directions  is  only  the  first  step:  the  next  will  be  implementation. 
Work  is  already  underway  in  many  of  the  key  areas  and  these  are  discussed  within  this 
Report.  As  we  now  begin  to  implement  these  new  directions,  we  look  forward  to  your 
continuing  participation  and  feedback.  These  are  our  directions  -  the  product  of 
consultation  and  discussion  with  our  employees,  clients  and  stakeholders.  We  need  to 
maintain  that  sense  of  joint  ownership  and  common  purpose  as  we  proceed  to  make  these 
directions  more  than  just  words  on  a  page,  and  together  create  an  organization  we  can  all 
feel  part  of  and  proud  of,  and  which  serves  the  public  well. 

Thank  you  for  your  participation  in  these  exercises,  and  for  the  important  contribution 
we  know  you  will  continue  to  make  to  improving  the  operation  of  our  ministry  and  the  way 
we  work  together. 
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Ministry  Goals  and  Priorities 


Strategic  planning  is  an  exercise  to  make  the  Ministry  of  the  Attorney  General  a  better 
organization.  Much  of  our  work  over  the  next  year  will  be  focused  upon  the  five  directions 
established  by  the  Strategic  Plan,  which  are  discussed  in  the  following  Overview  section  of  this 
Report.  In  large  measure,  this  will  be  internal  work  to  make  this  a  better  place  to  work,  to  give 
employees  the  tools  they  need  to  perform  their  jobs  well  and  to  implement  the  most  effective  and 
efficient  organizational  structure.  However,  it  is  important  to  remember  that  the  ultimate  measure 
of  our  success  will  be  external;  the  extent  to  which  we  improve  the  services  we  deliver  to  our  clients 
and  to  the  general  public. 

As  we  implement  the  Strategic  Plan  we  will  also  be  working  on  a  number  of  important  policy 
and  program  initiatives  to  improve  and  reform  the  justice  system.  These  are  always  subject  to 
change  but,  as  part  of  the  commitment  to  keep  staff  fully  informed  of  ministry  directions,  a  summary 
of  our  1994  priorities  is  included  in  this  section  of  the  Report.  When  reading  this  summary,  it  is 
important  to  keep  the  ministry's  overall  goal  and  priorities  for  the  justice  system  in  mind.  These  are 
set  out  at  the  beginning  of  the  Strategic  Plan.  As  well,  a  more  detailed  summary  of  our  current 
initiatives  is  included  in  this  package  (see  Tab  A).  It  will  be  updated  and  circulated  across  the 
ministry  at  .least  every  six  months. 


A.  Moving  to  a  more  focused,  effective  and  efficient  justice  system 

A  major  policy  objective  of  the  ministry  is  to  focus  our  finite  criminal  justice  system 
resources  on  serious  crime  while,  at  the  same  time,  seeking  more  effective  and  less  expensive 
ways  of  dealing  with  less  serious  matters.  Related  to  this  is  our  role  in  supporting  broad  based 
crime  prevention  activities  and  the  effort  to  find  ways  to  reform  and  improve  the  civil  justice 
system.  In  pursuit  of  these  objectives,  the  ministry  will  concentrate  upon  the  following 
initiatives  over  the  coming  year: 

1)  Implementing  the  new  criminal  justice  strategy:  while  an  important  start  has  been  made, 
with  impressive  initial  results,  a  great  deal  remains  to  be  done  to  implement  the 
recommendations  of  the  Martin  Report  (which  deal  with  Crown  practices  relating  to 
screening,  disclosure  and  case  resolution  discussions)  and  the  "investment  strategy"  (which 
consists  of  initiatives  directed  at  obtaining  an  early  resolution  of  cases  in  our  court  system 
and  generally  improving  case  management).  In  addition  to  the  measures  already  begun, 
relating  primarily  to  diversion,  screening,  disclosure  and  pre-trial  resolution,  we  will  be 
concentrating  on  the  following: 

(a)  implementation  of  the  new  procedures  in  the  Provincial  Offences  Act  for  the 
resolution  of  less  serious  matters  (e.g.  establishment  of  first  attendance  courts) 

(b)  establishment  of  the  tri-ministry  Office  of  Youth  Justice  that,  among  other  things, 
will  lead  Ontario's  work  on  reform  of  the  Young  Offenders  Act  and  will  develop 
an  appropriate,  comparable  investment  strategy  for  young  offenders 

(c)  implementation  of  a  province-wide  strategy  for  the  videotaping  of  confessions, 
impaired  drivers  and,  in  some  cases,  remand  proceedings 
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(d)  work  with  the  federal  government  to  identify  procedural  and  other  reforms  within 
the  criminal  process  that  would  create  a  more  efficient  and  manageable  system  (e.g. 
making  more  offences  hybrid  or  subject  to  exclusive  Provincial  Court  jurisdiction 
and  reform  of  the  preliminary  inquiry  process) 

(e)  implementation  of  specific  reforms  to  deal  with  drinking  and  driving  (e.g. 
videotaping,  fast  track  impaired  courts,  along  with  ongoing  consultation  on  other 
possible  reforms) 

2)  Focusing  on  crime  prevention:  we  will  be  active  on  a  number  of  measures  designed  to 
address  the  underlying  causes  of  crime.  Included  here  will  be  our  involvement  in  the 
work  of  the  newly  established  National  Crime  Prevention  Council,  the  Aboriginal  Family 
Healing  Project,  and  our  work  with  the  Ministry  of  the  Solicitor  General  and  Corrections 
on  community  policing  initiatives. 

3)  Initiating  an  overall  review  of  the  civil  justice  system,  in  partnership  with  the  judiciary, 
the  bar  and  the  public:  the  review  will  focus  upon  short-term  and  long-term  reform  and 
will  develop  an  overall  strategy  that  will  give  guidance  to  the  range  of  initiatives  now 
underway  (e.g.  case  management,  proposed  simplified  rules  of  civil  procedure,  alternative 
dispute  resolution,  Metro  Toronto  court  study  and  the  review  of  civil  juries). 

4)  Maintaining  our  high  quality  legal  aid  program  within  constrained  resources:  the  pilot 
staff  models  on  refugee  law  and  family  will  begin  to  operate  and  the  Legal  Aid  Committee 
will  consider  a  range  of  options  to  manage  expenditures  and  increase  revenues. 

5)  Improving  courts  administration:  the  major  activities  here  include  the  implementation  of 
additional  Unified  Family  courts,  (assuming  passage  and  proclamation  of  amendments  to 
the  Courts  of  the  Justice  Act)  and  working  with  the  judiciary,  both  to  clarify  their  role  in 
the  administration  of  the  system  and  to  build  our  partnership  with  them  in  those  areas 
where  co-management  is  required.  Priority  projects  include  the  development  and 
enhancement  of  memoranda  of  understanding  with  each  of  the  courts,  the  development 
of  measures  to  address  the  caseload  pressures  on  the  Court  of  Appeal,  and 
implementation  of  the  Justices  of  the  Peace  conversion  strategy. 

6)  Implementing  appropriate  expenditure  control  measures:  in  light  of  the  government's 
ongoing  financial  pressures,  there  will  be  a  continuing  effort  to  find  savings  and  to 
increase  revenues  without  impairing  the  quality  of  service.  Priority  projects  here  include 
the  testing  of  new  approaches  to  court  reporting,  possible  reform  to  the  Statutory  Powers 
Procedures  Act  and  other  legislation  to  introduce  procedural  and  other  efficiencies  and 
to  permit  effective  use  of  technology,  and  ongoing  work  to  improve  the  fines  management 
system. 

7)  Building  a  better  ministry:  much  of  our  work  here  is  summarized  in  the  Overview  section 
of  this  Report.  As  well,  it  should  be  noted  that  several  ministry  programs  will  be 
implementing  important  changes  in  1994  designed  to  improve  the  services  they  deliver. 
Included  here  are  the  Office  of  the  Official  Guardian  (to  be  renamed  the  Office  of  the 
Children's  Lawyer  of  Ontario),  the  Office  of  the  Public  Trustee  (which  will  soon  become 
the  Office  of  the  Public  Guardian  and  Trustee),  and  Civil  Legal  Services. 
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B.  Support  for  the  victims  of  crime 


The  ministry  announced  in  1993  a  number  of  measures  designed  to  assist  the  victims 
of  crime.  In  1 994  our  priorities  in  this  area  will  include: 

1)  Introduction  of  a  provincial  fine  surcharge,  along  with  improvements  in  the  administration 
of  the  federal  fine  surcharge,  so  that  increased  funding  is  available  for  victims'  services. 
As  a  result  of  this,  a  key  goal  for  this  ministry  is  the  expansion  of  our' Victim/Witness 
Assistance  Program. 

2)  Province-wide  implementation  of  standardized  victim  impact  statements. 

3)  Ongoing  implementation  of  the  program  to  assist  victims  of  institutional  abuse. 

4)  Ongoing  review  of  limitations  law  reform. 


C.  Maintaining  the  commitment  to  fairness  and  equity  and  the  provision  of  social  justice 

services 


Once  again,  much  of  our  work  here  is  incorporated  within  the  Strategic  Plan  (e.g. 
implementation  of  the  approved  recommendations  of  the  Employment  Systems  Review,  and 
improved  equity,  anti-racism  and  anti-harassment  training).  As  well,  the  focus  of  much  of  the 
work  outlined  above  is  on  access  to  justice  and  improvement  of  service  to  those  who  work 
in  or  are  served  by  the  justice  system.  There  are  a  number  of  measures  the  ministry  will  focus 
on  in  1 994: 

1)  Review  and  response  to  the  final  report  of  the  Commission  on  Systemic  Racism  in  the 
Justice  System. 

2)  Passage  of  the  Courts  of  Justice  Act  amendments  dealing  with  the  judicial  appointments 
process  and  the  Judicial  Council. 

3)  Review  of  the  laws  relating  to  same-sex  spouses  and  family  laws  generally  to  support 
government  decision-making  in  these  areas. 

4)  Implementation  of  the  substitute  decision-making  program. 

5)  Policy  work  on  federal  and  provincial  issues  related  to  jury  selection. 

6)  Expansion  of  justice  initiatives  that  apply  to  aboriginal  people,  in  consultation  with  them 
to  ensure  those  initiatives  are  supportive  of  aboriginal  self-determination  and  self-reliance. 


This  summary  does  not  adequately  deal  with  the  wide  range  of  activities  to  be  undertaken 
by  the  ministry  in  1994.  In  particular,  it  does  not  include  the  range  of  issues  that  have  arisen  and 
will  arise  within  litigation  managed  by  ministry  counsel.  Nor  does  it  outline  the  steps  being  taken 
by  many  staff  across  the  ministry  to  improve  customer  service.  Finally,  it  should  be  repeated  that 
this  summary  should  be  read  with  the  Program  Priorities  Document  that  is  included  at  Tab  A, 
knowing  that  it  will  be  the  subject  of  periodic  review  and  updating  in  response  to  the  decisions  of 
the  government. 
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Overview  Report  on  Ministry  Exercises  and  New  Directions 


A.  Strategic  Planning  (Tab  B) 

In  the  left-hand  pocket  of  the  New  Directions  information  kit,  you  will  find  a  copy  of  the 
STRATEGIC  PLAN.  We  should  feel  proud  of  this  document  as  it  reflects  our  collective  views  and 
is  the  product  of  one  of  the  broadest  consultation  processes  that  this  ministry  has  undertaken.  We 
asked  everyone  in  the  ministry  through  focus  groups,  special  strategic  planning  sessions  and  a 
ministry-wide  survey  what  was  working  in  our  ministry  and  what  wasn't  and  needed  fixing.  We  also 
asked  others  outside  our  ministry  for  their  views. 

The  process  was  overseen  by  the  Strategic  Planning  Office  together  with  a  Strategic  Planning 
Committee  consisting  of  members  from  diverse  areas  and  levels  of  the  ministry  and  representatives 
of  OPSEU  and  the  ministry  associations.  An  important  feature  of  this  process  was  a  personal 
invitation  from  the  Attorney  General  and  the  Deputy  Attorney  General  to  all  staff  to  assist  in  the 
strategic  planning  exercise.  Approximately  90  individuals  volunteered  for  various  roles.  Volunteer 
committees  under  the  direction  of  Strategic  Planning  Committee  members  were  formed  in  such  areas 
as  communications,  internal  consultation,  external  consultation,  content  analysis  and  drafting. 

While  we  heard  about  some  very  good  things,  and  in  particular  the  dedication  of  our  staff  to 
provide  the  best  service  to  their  client  groups,  we  also  learned  about  weaknesses  in  the  organization 
that  require  our  attention.  The  Strategic  Planning  process  identified  five  Directions  for  addressing 
those  weaknesses: 


1.  Improve  service  to  our  clients  and  the  public 

2.  Create  an  environment  of  openness,  trust  and  respect 

3.  Demonstrate  a  commitment  to  employees  and  their  development 

4.  Give  employees  the  tools  to  do  the  job 

5.  Develop  a  structure  to  support  the  work  we  do 

We  have  now  embarked  on  the  implementation  phase  of  strategic  planning  and  this  process 
is  well  underway.  A  number  of  the  actions  have  already  been  implemented  and  will  be  discussed 
in  the  following  sections  of  this  Overview.  With  respect  to  the  remaining  actions,  a  broad  based 
Implementation  Planning  Team  is  in  the  process  of  preparing  implementation  plans  which  will  be 
finalized  by  early  Summer  for  distribution  to  all  ministry  offices. 

In  addition  to  the  strategic  planning  exercise,  other  ministry  exercises  and  initiatives  took  place 
over  the  past  year.  The  purpose  of  these  exercises  and  initiatives,  like  strategic  planning,  was  to 
identify  ways  to  improve  the  way  we  operate.  For  example,  a  number  of  exercises  were  undertaken 
that  focused  on  specific  programs  in  our  ministry  (e.g.  the  civil  legal  services  program,  and  the 
ministry's  social  justice  programs,  such  as  the  Official  Guardian's  Office  and  the  Office  of  the  Public 
Trustee)  or  specific  ministry  systems  or  practices  (e.g.  employment  practices).  The  findings  and 
directions  arising  out  of  these  exercises  and  initiatives  complement  the  Strategic  Plan  and  are 
currently  being  implemented. 

An  overview  of  these  exercises  and  initiatives  and  how  they  support  the  five  Directions  of  the 
Strategic  Plan  is  included  in  the  following  sections  of  this  Report. 
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B.  Ministry  Exercises  and  Initiatives  that  support  the  Directions 
of  the  Strategic  Plan 

In  this  section  of  the  Report,  each  of  the  directions  of  the  Strategic  Plan  will  be  set  out, 
followed  by  an  overview  of  some  of  the  different  ministry  exercises  and  initiatives  that  supports  it. 
More  detailed  information  about  these  and  other  ministry  exercises  and  initiatives  is  included  in  the 
Appendices;  references  are  included  throughout  the  Overview  to  the  relevant  Tab  and  page  number 
in  the  Appendices.  A  chart  summarizing  ministry  strategies  to  achieve  these  directions  is  included 
at  the  Tab  labelled  "Summary". 


Direction  1  -  Improve  Service  to  our  Clients  and  the  Public 

The  Strategic  Plan  identifies  a  number  of  important  goals  and  actions  relating  to 
improving  service  to  our  clients  and  the  public,  including: 

» 

providing  services  in  a  manner  that  is  helpful,  respectful  and  responsive  to 
the  diversity  of  client  needs  and  that  is  efficient  and  cost  effective 

• 

providing  services  that  are  accessible  to  a  diverse  population 

• 

consulting  with  our  clients  and  the  public  about  those  services 

• 

ensuring  that  our  clients  and  the  public  are  informed  about  our  services 

• 

establishing  a  clear  understanding  with  the  judiciary  about  areas  of  separate 
and  joint  responsibility 

Ministry  Exercises  and  initiatives  that  support  Direction  1 

=*  Social  lustice  Review  (Tab  C,  p.  1) 

The  mandate  of  the  Social  Justice  Review,  which  was  initiated  in  February,  1993,  was  to 
review  the  ministry's  delivery  of  client  services  for  vulnerable  people  in  order  to  assist  the  ministry: 

•  develop  a  vision  of  client  service 

•  improve  its  current  delivery  of  these  services,  and 

•  ensure  that  client  service  will  continue  to  be  an  important  direction  and  priority  of  the 
ministry 

The  programs  under  review,  referred  to  as  the  ministry's  "social  justice  programs",  included 
the  Official  Guardian's  Office,  the  Office  of  the  Public  Trustee,  the  Family  Support  Plan,  the 
Victim/Witness  Assistance  Program  and,  to  a  lesser  extent,  the  Criminal  Injuries  Compensation  Board 
and  the  Supervised  Access  Pilot  Program.  A  brief  discussion  of  the  mandate  of  these  programs  is 
included  at  Tab  C,  p.1. 
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The  final  Report  of  the  Social  Justice  Review  includes  over  100  recommendations.  A  number 
of  recommendations  were  targeted  at  improving  service  delivery  to  clients  of  the  different  social 
justice  programs.  For  example,  it  was  recommended  that  the  programs  should  develop  client  service 
standards  to  ensure  that  service  delivery  to  clients  is  timely,  of  a  consistently  high  quality  and 
respectful  of  the  diversity  of  client  needs.  The  Report  also  recommended  that  services  should  be 
more  accessible  to  clients  and  that  the  public  should  be  fully  informed  about  the  type  and  level  of 
service  that  we  are  able  to  provide.  Other  recommendations  were  directed  at  the  need  for  more 
client  and  community  input  into  the  delivery  of  these  services. 

In  addition,  the  Report  included  recommendations  of  an  organizational  or  structural  nature 
which  focused  on  where  these  programs  should  be  positioned  in  the  ministry.  At  present,  these 
programs  are  located  in  different  divisions  of  our  ministry  and  have  different  reporting  relationships. 
The  Review  recommended  that  all  of  the  programs  should  be  located  in  a  new  division  that  would 
focus  on  service  delivery  to  vulnerable  clients. 

Ministry  Response 

The  ministry  has  begun  to  act  on  these  directions.  The  social  justice  programs  have  discussed 
the  operational  recommendations  with  the  Review  Team  and  senior  management,  and  have  already 
implemented  many  of  the  Report's  recommendations  relating  to  improving  service  delivery  to  clients. 
Other  recommendations,  for  example  those  relating  to  greater  client  and  community  input  into  the 
delivery  of  services,  will  be  implemented  in  the  near  future.  With  respect  to  the  structural 
recommendations  of  the  Review,  the  ministry  is  in  the  process  of  creating  a  new  division,  which  will 
be  known  as  the  Social  Justice  Services  Division  (see  Tab  D,  p. 34)  to  oversee  the  delivery  of  social 
justice  services  to  vulnerable  clients. 


=>  The  Official  Guardian's  Office  -  Strategic  Review  (Tab  C,  p.6) 

The  purpose  of  the  Official  Guardian's  Office  Strategic  Review  is  to  consider  how  best  to 
provide  good  client  service  that  is  efficient  and  cost-effective,  in  view  of  increasing  demands  on  the 
service  and  financial  pressures.  The  Office's  Strategic  Review  is  being  conducted  in  two  phases. 
Phase  One,  which  was  completed  in  July,  1993,  examined  the  delivery  of  "personal  rights  services" 
on  behalf  of  its  child  clients,  while  Phase  Two,  which  will  be  underway  this  Summer,  will  be 
examining  the  delivery  of  its  "property  rights  services". 

As  discussed  at  Tab  C,  p.  1,  the  Office  of  the  Official  Guardian  is  the  designated  children's 
lawyer  in  Ontario,  and  represents  children  who  require  counsel  in  "personal  rights  cases",  such  as 
custody/access  and  child  protection  cases,  and  "property  rights  cases"  such  as  personal  injury,  estates 
and  other  types  of  civil  litigation. 

Under  Phase  One  of  the  Review,  a  Committee  consisting  of  representatives  of  the  Bench,  Bar 
and  the  ministry  was  constituted  to  review  ways  of  managing  the  growth  in  costs,  while  ensuring 
a  high  quality  of  client  service.  A  final  report  of  the  Committee  was  submitted  to  the  Deputy 
Attorney  General  in  July,  1993. 

Ministry  Response 

In  response  to  the  Report's  recommendations,  amendments  to  the  Courts  of  justice  Act  were 
introduced  in  December,  1 993.  Legislative  approval  is  being  sought  to  provide  the  Official  Guardian 
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with  some  discretion  to  manage  caseload  intake.  These  amendments  are  intended  to  provide  the 
Official  Guardian  with  greater  control  over  the  type  and  number  of  personal  rights  cases  taken  on, 
with  priority  to  be  given  to  clients  with  the  greatest  need  for  the  service. 

As  well,  the  Office  has  undertaken  a  number  of  other  initiatives  designed  to  improve  service 
delivery  to  clients  and  make  it  more  cost  effective.  These  initiatives,  which  are  discussed  in  greater 
detail  at  Tab  C,  p.6,  include  the  development  of  client-focused  "guidelines  and  criteria"  for  caseload 
intake,  upgrading  of  the  Office's  information  technology  system  to  better  manage  caseload  and 
resources,  and  preparing  public  education  materials  to  provide  the  public  with  information  about 
its  services. 

In  addition,  the  Office  will  be  changing  its  name  to  the  "Office  of  the  Children's  Lawyer  of 
Ontario"  in  order  to  better  inform  the  public  about  the  nature  of  its  services,  and  has  published  a 
revised  policy  statement  dealing  with  the  role  of  child's  counsel  in  order  to  clarify  the  responsibilities 
of  Official  Guardian  lawyers.  The  Office  has  also  increased  training  and  education  of  professional 
staff,  including  additional  race  relations  training,  cultural  sensitivity,  child  abuse  and  skills  training. 


=>  Public  Trustee  -  Operational  Review  (Tab  C,  p.8) 

The  mandate  of  the  Public  Trustee's  Operational  Review,  which  is  ongoing,  is  to 
independently  review  the  operations  of  the  Office  in  order  to  identify  ways  to  improve  client  service. 
The  Review  is  focusing  primarily  on  the  Trust  Administration  Division  of  the  Office  and  related 
departments,  which  have  responsibility  for  the  management  of  the  financial  affairs  of  mentally 
incompetent  adults. 

The  Review  is  being  conducted  in  two  phases.  Phase  One,  which  has  been  largely  completed, 
focused  on  ways  that  client  service  could  be  improved  immediately  without  the  need  for  structural 
change.  Phase  Two,  which  is  ongoing,  is  considering  how  the  Office  might  be  restructured  in  order 
to  provide  better  client  service. 

The  Review  proposed  a  number  of  changes  designed  to  improve  the  organization's  ability  to 
serve  its  clients  more  effectively. 

Ministry  Response 

The  Office  is  acting  on  the  Review's  recommendations.  For  example,  the  Office  has  hired 
additional  staff  to  address  problems  created  by  under-resourcing.  Special  "backlog  teams"  were 
created  to  review  all  client  files  and  "close-out"  those  that  had  been  finalized:  over  the  past  year, 
over  4,000  files  were  closed  out. 

The  Office  is  being  relocated;  a  tender  process  is  underway  to  move  the  offices  to  more 
appropriate  and  accessible  premises  in  order  to  better  serve  clients.  A  property  management 
company  has  been  retained  to  provide  clients  with  professional  property  management  services.  As 
well,  client  service  practices  and  procedures,  including  those  directed  at  investigatingand  liquidating 
client  assets,  have  been  revised  to  make  them  more  efficient  and  effective. 

The  Office  has  also  improved  its  training  programs  to  ensure  that  all  staff  and  managers  receive 
the  training  they  need  to  do  their  jobs.  For  example,  staff  are  participating  in  orientation  sessions 
about  the  Office,  including  the  new  substitute  decision-making  functions,  and  are  receiving  race 
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relations  and  equity  training.  Managers  are  being  trained  in  performance  management  techniques, 
including  performance  appraisals,  career  development  planning  and  alternate  work  arrangements. 

As  well,  the  Office  has  improved  communications  with  staff  and  increased  staff  involvement 
in  decision-making.  Special  internal  staff  advisory  committees  have  been  created  in  such  areas  as 
community  relations,  substitute  decision-making,  continuing  education,  and  race  relations  in  order 
to  involve  staff  in  policy  development  and  provide  forums  for  employee  advice  and  feedback. 
Decision-making  authority  has  been  delegated  to  staff  in  a  number  of  areas  so  that  decisions  affecting 
clients  are  being  made  more  quickly.  External  communications  with  the  public  and  other 
stakeholders  have  also  been  improved  by,  for  example,  the  creation  of  an  outside  Advisory 
Committee  to  assist  the  Office  with  the  Substitute  Decisions  Project  (which  is  discussed  in  the  next 
section)  and  by  increased  public  outreach  activities,  such  as  public  speaking  engagements  and 
special  consultation  sessions. 


=>  Public  Trustee  -  Substitute  Decisions  Project  -  (Tab  C,  p.  1 2) 

The  Substitute  Decisions  Project  was  initiated  to  plan  for  the  implementation  of  the  new 
Substitute  Decisions  Act  and  coordinate  the  expansion  of  the  existing  Office  of  the  Public  Trustee 
to  accommodate  the  Office's  new  functions  prescribed  by  the  legislation.  Pursuant  to  the  Substitute 
Decisions  Act,  which  is  scheduled  for  proclamation  in  January,  1 995,  the  Office  of  the  Public  Trustee 
will  become  the  "Office  of  the  Public  Guardian  and  Trustee"  and  will  assume  many  new  functions. 

In  addition  to  its  current  functions,  which  include  the  management  of  the  financial  affairs  of 
mentally  incapable  adults,  the  Office  will  take  on  new  responsibilities  relating  to  the  "personal  care" 
of  mentally  incapable  adults,  such  as  making  medical  care  decisions  on  their  behalf  and  decisions 
relating  to  their  accommodation  and  general  well-being,  where  there  is  no  one  else  to  make  these 
decisions.  As  well,  the  new  Office  will  be  given  an  expanded  role  in  reviewing  private  applications 
for  substitute  decision-making,  evaluating  the  performance  of  substitute  decision  makers,  and 
investigating  emergency  cases.  The  Substitute  Decisions  Project  is  assisting  the  Office  to  plan  for 
these  significant  changes  by  making  recommendations  with  respect  to  the  restructuring  of  the  Office 
and  how  best  to  deliver  these  new  services  to  meet  client  needs. 

The  Project  is  being  conducted  in  two  phases.  Phase  One,  which  will  conclude  later  this 
Spring,  is  the  planning  phase  and  includes:  establishing  a  vision  and  principles  to  guide  the  program; 
designing  operational  policies  and  procedures;  and  developing  an  organizational  design  that  includes 
regional  or  local  service  delivery.  The  focus  of  Phase  Two,  which  will  begin  shortly,  is  the 
transformation  of  the  current  Office  into  the  Office  of  the  Public  Guardian  and  Trustee.  The 
transformation  will  include:  recruiting  and  training  staff;  arranging  office  space,  telecommunications 
and  systems  technology;  and  a  substantial  public  education  campaign. 

In  planning  for  the  delivery  of  these  new  services,  the  focus  of  the  Project  is  to  ensure  that 
services  are  provided  to  clients  in  the  most  effective  way.  In  this  regard,  the  new  Office  will  rest 
on  "three  cornerstones": 

•  Service  -  above  all,  the  new  Office  will  be  client-focused  and  service  delivery  will  be 
accessible,  timely,  responsive  and  respectful 

•  Decentralization  -  offices  will  be  opened  across  the  province 
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®  Community  participation  -  there  will  be  strong  links  with  the  Community  and  client 
groups 

Ministry  Response 

In  implementing  the  new  Substitute  Decisions  Act  and  transforming  the  Office  of  the  Public 
Trustee,  the  ministry  will  act  on  the  recommendations  of  the  Substitute  Decisions  Project  and  ensure 
that  the  services  provided  reflect  the  important  goals  of  the  Strategic  Plan. 


=>  Civil  Law  Program  Review  (Tab  C,  p.15) 

The  Civil  Law  Program  Review  was  initiated  to  recommend  ways  of  improving  the  delivery 
of  civil  legal  services  to  our  internal  clients  -  other  ministries,  and  provincial  agencies,  boards  and 
commissions.  At  present,  civil  legal  services  are  provided  by  Civil  Law  Division  staff,  including 
approximately  600  lawyers.  Legal  services  are  delivered,  generally,  on  a  "decentralized"  basis  with 
legal  staff  being  seconded  to  and  located  within  the  different  client  groups. 

The  Review,  which  was  undertaken  in  January,  1993  and  completed  in  August,  1993,  was  a 
joint  initiative  of  the  ministry  and  Treasury  Board.  The  final  Report  includes  a  number  of 
recommendations  directed  at  improving  client  service  delivery  which  are  discussed  in  greater  detail 
at  Tab  C,  p.1 5.  For  example,  it  is  recommended  that,  in  order  to  respond  to  the  need  for  specialized 
expertise  in  certain  areas  of  civil  law,  special  "practice  groups"  be  created  that  would  be  dedicated 
to  a  discrete  area  of  law,  such  as  specialized  litigation  or  labour  relations.  Further,  it  is 
recommended  that  certain  related  legal  branches  should  be  grouped  together,  or  "clustered",  in  order 
to  establish  a  community  of  interest  and  foster  greater  cooperation  and  information  sharing. 

The  Report  also  includes  a  number  of  administrative  recommendations,  including  the  creation 
of  a  "Business  Advisory  Branch"  which  would  provide  support  to  the  division  in  such  areas  as 
financial  management,  information  technology,  operational  policies  and  procedures,  education  and 
training,  and  customer  service.  As  well,  it  is  suggested  that  client  service  be  enhanced  through  the 
use  of  management  techniques,  such  as  service  delivery  agreements,  self-directed  work  teams,  the 
upgrading  of  information  technology  and  other  communication  links,  and  contributions  by  client 
ministries  to  fund  initiatives  that  improve  client  service. 

Ministry  Response 

The  ministry  is  acting  on  the  Review's  recommendations.  Many  of  the  recommendations,  for 
example,  those  relating  to  administrative  changes,  the  creation  of  practice  groups  and  the  Business 
Advisory  Branch  are  currently  being  implemented.  Treasury  Board  approval  was  received  recently 
with  respect  to  a  number  of  other  recommendations;  implementation  of  these,  with  the  participation 
of  client  ministries,  will  begin  this  Summer.  (For  a  more  detailed  discussion,  see  pages  25  -  26  of 
the  Overview  relating  to  the  Civil  Law  Division). 


=*  Cooperative  Management  with  the  ludiciary  (Tab  D,  p.37) 

An  important  goal  of  Direction  1  of  the  Strategic  Plan  is  to  ensure  cooperative  management 
with  the  judiciary  and  establish  a  clear  understanding  about  areas  of  separate  and  joint  responsibility. 
As  well,  the  Strategic  Plan  stresses  the  importance  of  ensuring  ongoing  dialogue  and  consultation 
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with  the  judiciary. 

The  ministry  has  acted  on  these  recommendations  in  a  number  of  ways.  In  order  to  better 
reinforce  the  role  of  the  judiciary  in  the  administration  of  the  court  system,  a  Memorandum  of 
Understanding  (MOU)  was  entered  into  with  the  Chief  Judge  of  the  Provincial  Division.  This 
document  sets  out  the  respective  responsibilities  and  accountabilities  of  the  Chief  Judge's  Office  and 
the  ministry  with  respect  to  financial  and  administrative  matters.  Similar  MOUs  are  being  developed 
with  the  General  Division  and  the  Court  of  Appeal. 

As  well,  the  judiciary  is  assuming  a  partnership  role  with  the  ministry  in  the  Civil  Justice 
Review,  which  was  initiated  recently  to  consider  ways  of  improving  the  operation  of  the  civil  justice 
system.  A  General  Division  Justice  and  the  Assistant  Deputy  Attorney  General  of  the  Courts 
Administration  Division  are  jointly  leading  the  Review. 
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Direction  2  -  Create  an  Environment  of  Openness.  Trust  and  Respect 

The  Strategic  Plan  identifies  a  number  of  important  goals  and  actions  relating  to  creating 
an  environment  of  openness,  trust  and  respect,  including: 

•  fostering  trust  and  mutual  respect  and  improving  the  quality  of  working  life 

•  sharing  decision-making  and  accountability  with  employees,  and 

•  ensuring  open  and  effective  communication  with  employees 


Ministry  Exercises  and  Initiatives  that  support  Direction  2 

=>  Improving  Communications  with  Employees  (Tab  D,  p.44) 

A  concern  raised  during  the  strategic  planning  consultation  process,  as  well  as  by  the 
Employment  Systems  Review,  was  that  employees  were  not  being  adequately  informed  about  what 
was  going  on  in  the  ministry.  As  well,  concerns  were  raised  that  communications  were  not 
sufficiently  "two-way":  that  there  was  a  need  to  foster  an  open,  timely  two-way  dialogue  with 
employees  and  solicit  their  advice  and  feedback.  As  noted  in  the  Employment  Systems  Review 
Report,  "good  communication  can  help  employees  to  understand  and  have  a  voice  in  what  is  going 
on  in  their  organization"  and  "helps  them  to  provide  better  service  and  increases  their  chances  for 
movement  within  the  organization"  (p.55). 

The  ministry,  in  responding  to  these  concerns,  has  initiated  a  number  of  new  directions  which 
are  briefly  discussed  below.  Additional  information  is  provided  at  Tab  D,  p.44. 

Initiatives  designed  to  improve  communications  that  have  already  been  implemented  include 
an  employee  "news  bulletin",  known  as  "MAG/Net",  which  provides  staff  with  fast-breaking  news 
about  ministry  issues  and  initiatives.  Copies  of  MAG/Net  are  faxed  to  all  offices  for  posting  or 
distribution.  It  is  anticipated  that  soon  MAG/Net  will  be  available  through  E-mail.  Since  February, 
1994,  MAG/Net  has  been  used  to  communicate  decisions  made  at  Senior  Management  Committee 
meetings  on  a  weekly  basis. 

Other  communication  vehicles,  such  as  Your  MAG  et  Vous  have  undergone  some  changes 
recently  in  order  to  provide  staff  with  more  information  about  ministry  activities,  in  a  more  timely 
and  focused  way  and  with  less  "paper  flow".  In  this  regard,  the  number  of  newsletters  being 
circulated  to  staff  has  been  reduced  by  ten  and  information  consolidated  in  such  publications  as  Your 
MAG  et  Vous.  As  well,  a  special  editorial  board  for  Your  MAG  et  Vous  has  been  established  with 
representation  from  all  divisions,  including  regional  representation,  and  the  magazine  has  been 
converted  from  a  quarterly  to  a  monthly  publication. 

In  addition,  in  order  to  improve  the  communication  of  information  to  employees,  the  ministry 
has  committed  to  ensuring  that  communication  vehicles,  such  as  voice  mail  and  electronic  mail  ("E- 
mail  )  are  more  widely  available.  In  this  regard,  by  the  end  of  1995,  all  ministry  offices  will  be 
interconnected  by  computer  network. 
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As  well,  by  June,  1994,  an  Internal  Communications  Framework  will  be  in  place  which  will 
clarify  roles  and  responsibilities  with  respect  to  the  communication  of  information  within  our 
ministry.  The  Framework  will  include,  for  example,  minimum  standards  for  communicating 
information  to  staff  including  holding  regular  staff  meetings,  preparing  and  circulating  minutes  of  the 
meetings,  and  disseminating  ministry  communications  promptly  on  receipt.  In  addition,  the  Strategic 
Planning  Implementation  Team  will  be  considering  other  ways  to  ensure  open  and  effective 
communication  with  employees. 

In  order  to  encourage  a  more  active  dialogue  with  staff  and  to  obtain  their  feedback  ,  the 
ministry  has  undertaken  a  number  of  other  initiatives.  For  example,  senior  management  and  head 
office  staff  have  committed  to  more  regular  visits  with  employees  province-wide  in  order  to  obtain 
their  views  about  ministry  initiatives,  policy  issues  and  ways  to  improve  how  we're  operating.  More 
interdivisional  project  teams  will  be  used,  that  are  broadly  representative  of  the  ministry  and  include 
province-wide  representation,  to  work  on  special  projects  and  corporate  exercises.  An  example  of 
this  type  of  project  team  is  the  Strategic  Planning  Implementation  Team.  Other  project  teams  will 
be  constituted  in  the  near  future  to  work  on  a  number  of  the  ministry's  organizational  directions, 
which  are  discussed  at  a  later  stage  of  this  Overview  (see  Direction  5,  p.20). 

As  well,  staff  will  be  provided  with  information  about  different  proposed  initiatives  through 
such  means  as  Your  MAG  et  Vous  and  MAG/Net,  with  an  invitation  to  provide  feedback  in  order 
to  assess  staff  reaction.  Staff  will  also  be  informed  about  ministry  program  and  policy  priorities  on 
a  more  regular  basis;  at  a  minimum,  the  Ministry  Priorities  Document  (see  Tab  A)  will  be  distributed 
every  six  months. 


=>  Employment  Systems  Review  (Tab  C,  p.  1 8) 

The  Employment  Systems  Review  was  initiated  in  January,  1993,  to  identify  sources  of 
discrimination  or  "employment  barriers"  faced  by  employment  equity  designated  group  members 
in  employment  policies,  practices  and  procedures,  and  to  recommend  how  to  address  those  barriers. 
The  review  was  an  open  and  consultative  process  conducted  by  a  ministry  task  force  co-chaired  by 
representatives  from  management  and  OPSEU. 

The  final  Report  of  the  Review,  which  was  submitted  to  Senior  Management  Committee  in 
January,  1994,  includes  70  recommendations  designed  to  remove  barriers  in  employment  related 
systems  and  practices.  These  recommendations  support  a  number  of  the  Directions  of  the  Strategic 
Plan,  including  Directions  2,  3  and  4.  The  recommendations  relating  to  Direction  2  are  discussed 
in  this  section  of  the  Overview,  while  the  recommendations  relating  to  Directions  3  and  4  are 
discussed  in  the  sections  dealing  with  those  Directions  (see  pp.  16-17  and  19,  respectively). 

With  respect  to  Direction  2  and  the  need  to  "create  an  environment  of  openness,  trust  and 
respect",  the  Report  includes  a  number  of  recommendations  directed  at  the  work  environment.  In 
this  regard,  the  Report  highlights,  for  example,  the  importance  of  learning  to  identify  and  eliminate 
all  forms  of  discrimination  and  harassment  in  the  workplace.  It  is  noted  in  the  Report  that  a  priority 
of  the  employment  equity  process  is  to  attract,  retain  and  promote  designated  group  members  and 
that  achieving  this  goal  will  be  difficult  if  a  welcoming,  respectful  environment  for  a  diversity  of 
employees  is  not  created. 
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Ministry  Response 


The  ministry  supports  these  important  directions  and  the  Report's  overall  vision  for  equity  in 
employment  practices.  The  ADM-Finance  and  Administration  Division  is  overseeing  the 
implementation  of  the  approved  recommendations  with  the  support  of  an  Implementation  Team 
consisting  of  representatives  of  the  Employment  Equity  Office,  Workplace  Discrimination  and 
Harassment  Prevention  Office,  the  Anti-Racism  Unit  and  the  Human  Resources  Branch.  A  broad- 
based  and  representative  Advisory  Committee  will  be  established  in  May,  1 994  to  participate  actively 
in  the  implementation  process.  A  detailed  implementation  plan  will  also  be  in  place  by  the  end  of 
May,  1 994. 

By  the  end  of  1994,  the  ministry  will  ensure  that,  in  response  to  Direction  2  of  the  Strategic 
Plan,  the  work  environment  is  a  more  open,  accessible  and  supportive  climate  for  a  diverse 
workforce.  This  will  be  accomplished,  for  example,  by  making  improvements  to  the  workplace 
discrimination  and  harassment  complaints  process,  and  by  ensuring  that,  over  time,  all  staff  receive 
training  in  anti-racism  and  discrimination  and  harassment  prevention. 


The  Ministry's  "Equity  Direction"  (Tab  D,  p.22) 

The  ministry  is  committed  to  a  diverse  and  equitable  workforce  where  all  employees  are 
treated  fairly  and  with  respect  and  sensitivity.  In  order  to  assist  the  ministry  in  meeting  this 
commitment,  three  equity  offices  were  created  within  the  past  two  years:  the  Employment  Equity 
Office,  the  Workplace  Discrimination  and  Harassment  Prevention  Office  (WDHP  Office)  and  the 
Anti-Racism  Unit.  The  activities  of  these  offices  are  directed  at  making  our  workplace  a  more 
equitable  environment  that  is  free  from  harassment  and  all  forms  of  discrimination. 

Achieving  an  equitable  workplace  where  all  employees  feel  comfortable  and  respected  is  a 
challenge  that,  as  pointed  out  in  the  Report  of  the  Employment  Systems  Review,  goes  beyond  setting 
up  special  equity  offices  in  Toronto: 

”[E]ach  employee  has  a  role  in  realizing  equity  in  the  workplace.  Positive  change  will  be 

accomplished  if  we  all  see  ourselves  as  accountable  for  performing  our  part  of  the  process. 

The  responsibility  for  ensuring  that  change  occurs  does  not  rest  solely  with  the  equity 

offices. ..although  they  have  a  leadership  function  as  specialists  in  the  field",  [p.6] 

In  furthering  our  goal  of  creating  an  environment  of  openness,  trust  and  respect,  the  ministry 
must  have  a  direction  or  "vision"  with  respect  to  equity  issues  that  builds  on  the  important  work  of 
our  Equity  Offices  and  ultimately  ensures  that  equity  issues  become  the  responsibility  of  all  ministry 
staff  and  all  ministry  offices. 

In  order  to  achieve  this  important  goal,  the  ministry  has  undertaken  a  number  of  initiatives. 
For  example,  the  Equity  Offices  have  been  co-located  in  the  Finance  and  Administration  Division 
(which  will  be  renamed  the  Corporate  Services  Division)  and  report  administratively  to  the  ADM  of 
that  Division,  while  maintaining  their  direct  reporting  relationship  to  the  Deputy  Attorney  General. 
This  organizational  change  will  increase  the  opportunity  for  coordination  and  linkages  between 
them. 


An  Equity  Council  was  created  recently  as  a  formal  subcommittee  of  Senior  Management 
Committee  to  provide  a  strong  cohesive  voice  on  equity  issues  and  facilitate  the  implementation  of 
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the  ministry's  "equity  direction".  The  Council  consists  of  the  Coordinators  of  the  French  Language 
Services  Branch  and  the  Aboriginal  Issues  Group,  the  managers  of  the  Equity  Offices,  and  their 
Division  Heads.  One  of  the  first  tasks  of  the  Council  is  to  consider  the  creation  of  regional  equity 
committees  to  respond  to  the  equity  issues  of  their  communities.  The  Council  will  also  assist  the 
ministry  to  ensure  that  staff  receive  equity  training  and  that  there  is  equity  expertise  throughout  the 
ministry,  and  that  accountability  mechanisms  are  in  place  to  ensure  that  equity  policies  are 
understood  and  met. 

It  is  important  that  we,  as  a  ministry,  move  towards  this  goal  as  quickly  as  possible  and  strive 
to  integrate  equity  into  all  aspects  of  our  organization's  activities. 


=>  Sharing  Decision-Making  with  Employees  (Tab  D,  p.30) 

The  ministry  is  also  committed  to  ensuring  a  more  active  voice  of  its  employees  in  decision 
making.  As  will  be  discussed  in  more  detail  under  Direction  5  (and  see  Tab  D,  p.30),  a  number  of 
subcommittees  of  Senior  Management  Committee,  that  will  include  employee  representation,  have 
been  or  will  be  created  shortly.  These  subcommittees  will  be  empowered  to  make  decisions,  as 
opposed  to  serving  simply  as  advisory  committees  to  Senior  Management  Committee. 

Such  subcommittees  include  a  newly  constituted  Human  Resources  Planning  Committee,  an 
Equity  Council,  a  new  Policy  Committee,  and  the  Corporate  Information  Technology  Committee. 
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Direction  3  -  Demonstrate  a  Commitment  to  Employees 

and  their  Development 

The  Strategic  Plan  identifies  a  number  of  important  goals  and  actions  relating  to 
demonstrating  a  commitment  to  employees  and  their  development,  including: 

« 

ensuring  that  employees  have  a  clear  understanding  of  what  is  expected  from 
them  and  what  they  can  expect  from  their  managers 

• 

ensuring  that  there  is  fairness  and  openness  with  respect  to  selection 
procedures 

• 

providing  an  environment  where  employees  from  diverse  backgrounds  feel 
supported 

• 

giving  employees  the  recognition  they  deserve 

• 

keeping  employees  well-informed  about  the  priorities  and  activities  of  the 
ministry,  and 

• 

ensuring  that  employees  are  properly  trained  and  developed 

Ministry  Exercises  and  Initiatives  that  support  Direction  3 

=>  Ministry  Training  Framework  (Tab  E,  p.4) 

During  the  strategic  planning  consultation  process,  many  of  the  staff  participants  raised 
concerns  about  training  in  the  ministry.  They  pointed  out  that  there  was  unequal  access  to  training 
opportunities  and  noted  that  training  appeared  to  be  focused  in  certain  job  areas  and  not  others,  and 
that  some  offices  offered  more  training  opportunities  than  others.  The  importance  of  staff  training 
was  emphasized  because  of  the  need  to  ensure  that  employees  have  the  skills  and  knowledge  to 
deliver  high  quality  service.  The  importance  of  management  training  was  also  raised  because  of  the 
need  to  ensure  consistent  and  progressive  management  practices  across  the  ministry.  These  practices 
include  new  management  techniques,  such  as  self-directed  work  teams,  and  emphasize  employee 
participation  and  recognition,  a  respectful  work  environment  and  the  importance  of  communication. 

In  order  to  address  these  concerns,  the  ministry  has  developed  a  Ministry  Training  Framework, 
which  is  discussed  in  greater  detail  at  Tab  E,  p.4.  The  training  framework  creates  a  partnership 
between  employees  and  the  ministry  in  ensuring  that  all  staff  have  the  necessary  skills  and 
knowledge  to  do  the  job.  The  framework  will  provide  staff  with  the  opportunity  to  participate  in 
identifying  training  needs  and  the  most  effective  methods  of  delivery,  and  will  foster  a  more 
equitable  approach  to  training  opportunities. 

The  following  types  of  training  are  included  in  the  framework: 

•  Corporate  education  and  training  -  which  will  include  orientation  programs,  management 
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skills,  and  equity  training.  This  type  of  training  will  provide  all  levels  of  employees  with  an 
understanding  of  the  ministry  and  the  core  skills  and  knowledge  necessary  to  work  together 
effectively.  This  training  will  be  funded  centrally  by  the  ministry. 

®  Team  learning  -  which  will  provide  employees  in  small  groups  the  opportunity  to  design  their 
own  training  programs  in  order  to  improve  the  skills  or  effectiveness  of  their  group  or  team. 
Qualifying  proposals  will  be  funded  centrally  by  the  ministry. 

•  Operational  education  and  training  -  which  will  provide  staff  with  the  knowledge  and  skills 
to  do  their  particular  job.  This  type  of  training  will  include,  for  example,  professional  training, 
systems  training  and  training  related  to  new  business  processes  or  methods  of  service  delivery. 
Funding  will  be  provided  from  Divisional  funds  or  local  operating  budgets. 

®  Individual  training  -  which  will  be  limited  to  specific  skills  development  based  on  identified 
needs  through  performance  reviews. 

The  ministry  is  committed  to  ensuring  that  all  employees  receive  the  training  they  need.  Even 
in  times  of  fiscal  restraint,  the  ministry  will  strive  to  safeguard  resources  needed  to  provide  training 
and  education  to  employees  on  an  equitable  basis. 

The  Human  Resources  Planning  Committee  (HRPC),  a  subcommittee  of  Senior  Management 
Committee  (see  Tab  D,  p. 30)  will  have  the  overall  responsibility  for  implementing  the  ministry 
training  framework,  including  approving  corporate  training  programs  and  monitoring  training 
activities  on  an  ongoing  basis.  Divisions  will  retain  responsibility  for  designing,  delivering, 
evaluating  and  funding  operational  training.  Each  year,  Divisions  will  be  required  to  prepare  training 
plans  relating  to  their  training  requirements,  including  corporate,  operational  and  individual. 
Divisions  are  currently  in  the  process  of  preparing  these  plans  which  will  be  submitted  to  the 
Ministry  Education  Committee  by  June,  1994. 

The  Ministry  Education  Committee,  a  recently  constituted  subcommittee  of  HRPC,  will  ensure 
that  division  training  proposals  are  coordinated  and  cost  effective.  The  Committee  will  also  prepare 
on  an  annual  basis  a  corporate  education  and  training  strategy  for  HRPC  approval.  The  strategy  for 
1994/95  will  be  submitted  to  HRPC  in  July,  1994. 

The  corporate  education  and  training  program,  which,  as  discussed,  will  include  employee 
orientation  programs,  management  skills  training  and  equity  training,  is  currently  being  developed 
and  will  be  in  place  in  the  Fall,  1 994.  Ministry  staff  will  be  entitled  to  receive  appropriate  corporate 
training.  As  well,  staff  will  be  entitled  to  design  their  own  special  training  opportunities  through 
the  team  learning  program,  which  will  also  be  operational  this  Fall.  A  Team  Learning  Committee, 
which  will  be  constituted  through  an  open  competition  process  by  early  Summer,  will  be  responsible 
for  reviewing  applications  for  team  learning  and  making  recommendations  to  HRPC  with  respect  to 
approval  and  funding. 


=>  Employment  Systems  Review  (Tab  C,  p.18) 

As  discussed  in  the  previous  section,  the  mandate  of  the  Employment  Systems  Review  was  to 
identify  barriers  in  the  ministry's  employment  practices  and  to  recommend  ways  to  address  them. 

The  Review  includes  a  number  of  recommendations  relating  to  Direction  3  of  the  Strategic 
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Plan  and  the  need  to  "demonstrate  a  commitment  to  employees  and  their  development",  including 
those  directed  at  ministry  recruitment  practices,  performance  appraisals,  career  planning  and  training. 

With  respect  to  recruitment  practices,  the  Report  emphasized  the  importance  of  ensuring  that 
there  is  fairness  and  openness  with  respect  to  selection  procedures  and  that  competitions  are  held 
in  all  cases.  As  well,  the  Report  recommends  that  the  ministry  take  steps  to  ensure  that  the  interview 
process  itself  is  fair,  bias-free  and  in  accordance  with  prescribed  standards. 

The  Report  also  targets  the  importance  of  ensuring  that  employees  are  properly  trained  and 
developed.  In  this  regard,  the  Task  Force  recommends  that  all  employees  receive  equity  training, 
including  training  directed  at  the  prevention  of  discrimination  and  harassment  in  the  workplace, 
employment  equity,  anti-racism,  serving  a  diverse  public,  and  cultural  awareness  and  sensitivity. 

Ministry  Response 

As  discussed  previously,  the  ministry  is  supportive  of  the  Report's  vision  of  equity  in 
employment  practices  and  is  acting  on  the  Report's  recommendations.  With  respect  to  Direction 
3,  the  ministry  will  ensure  that,  subject  to  redeployment  policies,  competitions  are  held  for  all 
positions,  recruitment  practices  are  more  equitable,  and  that  performance  appraisals  and  career 
development  planning  are  conducted  on  an  annual  basis  for  all  employees.  In  addition,  the  ministry 
will  ensure  that  all  staff  receive  equity  training  and  that  all  human  resources  policies  and  practices 
have  been  reviewed  to  ensure  that  they  include  equity  principles  and  standards. 
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Direction  4  -  Give  Employees  the  Tools  to  do  the  lob 

The  Strategic  Plan  identifies  a  number  of  important  goals  and  actions  relating  to  giving 

employees  the  tools  to  do  the  job  -  including: 

•  ensuring  that  the  environment  in  which  they  work  is  safe,  healthy  and  fully 
accessible 

•  ensuring  that  the  special  accommodation  needs  of  employees  with  disabilities  are 
met,  and 

•  providing  employees  with  the  information  and  tools  they  need  to  serve  clients, 
communicate  with  each  other  and  make  informed  decisions 


Ministry  Exercises  and  Initiatives  that  support  Direction  4 

=>  Corporate  Information  Technology  Strategy  (Tab  E,  p.1) 

During  the  strategic  planning  process,  concern  was  expressed  that  information  technology  was 
not  being  made  available  in  a  rational  way,  according  to  need  and  based  on  ministry  priorities.  It 
was  pointed  out  that  not  all  offices  have  the  same  level  of  technology:  some  have  very  advanced 
equipment,  while  others  do  not  have  computers  and  still  use  rotary  phones.  Staff  also  commented 
that  not  all  of  the  information  technology  systems  in  place  are  of  the  same  quality  or  compatible. 

In  order  to  respond  to  these  concerns,  a  Corporate  Information  Technology  Strategy  was 
developed  which  was  approved  by  Senior  Management  Committee  in  November,  1993.  An 
important  direction  of  this  strategy  is  to  create  a  centralized  technology  branch  that  will  have  the 
overall  responsibility  for  managing,  funding,  and  supporting  information  technology  in  an  equitable 
way.  It  is  clear  that  the  past  system  of  each  Division  or  program  area  deciding  on  their  own 
information  technology  needs  in  isolation  does  not  operate  in  the  ministry's  best  interests  and  has 
resulted  in  duplication  and  unfairness.  We  have  made  progress  over  the  past  two  years,  but  have 
much  more  to  do. 

To  assist  with  the  implementation  of  this  direction,  an  Information  Technology  Integration 
Project  has  been  initiated.  The  mandate  of  the  Project  Team  is  to  develop  options  and  make 
recommendations  with  respect  to  the  structure  of  the  centralized  technology  branch,  the  roles  and 
responsibilities  of  all  program  areas  and  information  technology  personnel,  funding  models  and  how 
information  technology  will  be  supported  in  a  decentralized  environment.  The  work  of  the  Team 
is  nearing  completion  and  implementation  will  be  underway  by  June,  1994. 

Another  major  component  of  the  Corporate  Information  Technology  Strategy  is  to  continue  the 
expansion  of  the  technology  infrastructure  needed  to  ensure  effective  communication  with  members 
of  the  public,  clients  and  other  ministry  employees,  and  to  support  a  greater  delegation  of  decision¬ 
making  to  the  regions.  We  have  made  significant  progress  in  this  regard.  At  present,  all  program 
areas  at  Head  Office  and  the  Regional  Courts  Administration  Offices  are  linked  by  computer  network 
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and  able  to  exchange  documents  and  messages  by  electronic  mail.  As  well,  a  number  of  local  court 
offices  have  electronic  mail.  By  the  end  of  the  year,  another  15-20  larger  ministry  offices  will  be 
interconnected  by  computer  network  and,  by  the  end  of  1995,  all  ministry  offices  will  be 
interconnected. 

In  addition,  the  ministry  has  made  significant  progress  over  the  past  year  in  setting  "corporate" 
or  ministry  priorities  for  information  technology  projects  and  has  decided  upon  ten  projects  (see  Tab 
E,  p.3)  that  will  be  given  priority  this  year.  A  communications  strategy  has  also  been  developed  and 
is  in  place  to  ensure  that  information  about  ministry  computer  technology  is  conveyed  to  staff  in  a 
timely  and  focused  way.  For  example,  technology  information  has  been  consolidated  in  one 
newsletter  which  will  be  distributed  to  staff  on  a  quarterly  basis. 


=>  Employment  Systems  Review  (Tab  C,  p.18) 

As  discussed  earlier,  the  mandate  of  the  Employment  Systems  Review  was  to  identify 
"employment  barriers"  faced  by  employment  equity  designated  group  members  in  employment 
policies  and  procedures,  and  to  recommend  ways  to  address  them. 

Included  in  the  Report  are  a  number  of  recommendations  relating  to  Direction  4  and  the  need 
to  "give  employees  the  tools  to  do  the  job".  In  particular,  the  Report  stresses  the  importance  of 
ensuring  that  an  employee's  special  needs  are  accommodated  as  required  by  the  Human  Rights 
Code,  and  that  all  facilities  are  truly  barrier-free  and  fully  accessible. 

Ministry  Response 

The  ministry  supports  these  important  recommendations.  As  discussed  earlier,  implementation 
of  the  Report's  recommendations  is  currently  underway  and  the  ministry  is  committed,  for  example, 
to  ensuring  that  managers  respond  promptly  to  special  accommodation  requests  and  that  barrier-free 
access  is  a  mandatory  feature  in  all  facilities  planning  and  alterations. 
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Direction  5  -  Develop  a  Structure  to  Suooort  the  Work  We  Do 

The  Strategic  Plan  identifies  a  number  of  important  goals  and  actions  relating  to 
developing  a  structure  to  support  the  work  we  do  -  including: 

• 

breaking  down  barriers  between  parts  of  the  ministry  and  developing  a 
common  sense  of  identity  and  fostering  cooperation 

• 

creating  an  organizational  structure  that  makes  it  easier  for  us  to  provide 
efficient,  high  quality,  province-wide  services;  moves  decision-making  to  the 
lowest  level  practicable;  is  clear  about  which  functions  are  decentralized  and 
supports  them;  minimizes  the  duplication  of  work  and  layers  of  approval;  is 
able  to  respond  effectively  to  new  issues  and  changing  service  requirements; 
and  has  clearly  defined  roles  and  lines  of  accountability 

• 

improves  links  with  other  ministries,  and 

• 

recognizes  that  structural  changes  should  only  be  made  where  the  benefits 
outweigh  the  costs  and  strain  on  the  ministry  and  employees 

Ministry  Exercises  and  Initiatives  that  support  Direction  5 

=>  Structural  Issues  Review 

In  the  Fall,  1993,  a  Structural  Issues  Review  was  initiated  by  Senior  Management  Committee, 
assisted  by  a  broadly  representative  staff  team.  The  purpose  of  the  Review  was  to  consider  al  I  of  the 
structural  recommendations  of  the  different  ministry  exercises  in  a  coordinated  way.  In  considering 
these  recommendations,  senior  management  was  guided  by  the  directions  and  goals  of  the  Strategic 
Plan  as  well  as  by  the  following  "Principles": 

•  there  is  no  assumption  that  a  new  structure  is  needed 

•  structural  change  must  be  linked  to  and  supportive  of  strategic  planning  directions 

•  structural  change  must  ensure  clear  lines  of  accountability  and  responsibility 
®  new  structures  should  support  equity  of  access  across  the  province 

•  new  structures  must  meet  government  objectives 
e.g.  -  fewer  layers 

increased  span  of  control 
efficiency/reduced  costs 

•  no  net  increase  in  management  positions/costs 

•  no  new  regional  structures  will  be  established 
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•  structural  change  needs  to  fix  identified  problems 

•  structural  change  must  take  into  account  unique  A.G.  issues 

e.g.  -  judicial  independence 

The  results  of  the  different  ministry  exercises  demonstrate  that  the  current  organizational 
structure  of  the  ministry  warrants  change.  For  example,  staff  indicated  that  the  current  regional 
structure  is  not  working  effectively;  there  is  confusion  about  the  extent  to  which  ministry  operations 
have  been  decentralized  or  centralized  and  about  the  way  Head  Office  supports  the  regions.  It  was 
pointed  out  that  there  are  too  many  layers  of  management  in  the  ministry  and,  as  a  result,  too  many 
layers  of  approval  which  hampers  timely  and  effective  service  delivery.  As  well,  staff  noted  that 
some  duplication  of  functions  exists  between  different  divisions  and  programs,  as  well  as  between 
Head  Office  and  the  regions. 

Findings  of  the  ministry  exercises  also  indicated  that  the  current  structure  could  be  improved 
to  deliver  better  service  both  to  our  external  and  internal  clients,  and  to  encourage  greater  staff 
participation  in  decision-making.  As  well,  it  was  suggested  that  barriers  between  different  parts  of 
the  ministry  need  to  be  broken  down  through  organizational  change  in  order  to  develop  a  common 
sense  of  identity  and  to  foster  cooperation. 

In  response  to  these  concerns,  a  number  of  new  "Organizational  Directions"  are  being 
implemented.  These  directions  are  discussed  in  greater  detail  at  Tab  D.  An  overview  of  these 
directions  follows. 

A.  The  Field 

1.  Regionalization  (Tab  D,  p.1) 

Current  Structure 


At  present,  the  ministry  has  a  regional  structure  consisting  of  8  regions  and  Regional 
Offices.  The  Courts  Administration,  Crown  Attorneys,  and  Family  Support  Plan  programs  are 
currently  delivered  on  a  regional  basis;  by  early  1995,  the  new  substitute  decision-making 
function,  as  well  as  the  current  financial  management  function  of  the  Office  of  the  Public 
Trustee  will  be  delivered  on  a  regional  or  local  basis  (see  Tab  C,  p.1 2). 

The  regional  boundaries  and  location  of  the  Family  Support  Plan  regional  offices  are  not 
entirely  the  same  as  those  established  for  the  courts  administration  and  Crown  Attorneys' 
systems  and  differ  in  two  regions. 


Organizational  Directions 

=>  subject  to  the  ministry's  direction  with  respect  to  delayering  (see  Tab  D,  p.41), 
the  current  regional  structure  will  be  retained  and  strengthened  with  a  greater 
delegation  of  decision-making  and  Head  Office  functions  to  the  regional  offices 

=>  the  ministry  will  delegate  or  "decentralize"  appropriate  functions  after  ensuring 
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that  the  necessary  groundwork  has  been  done,  including: 

•  identifying  specific  functions  to  be  delegated  -  those  that  make  sense  and  are 
more  cost  effective 

®  ensuring  that  the  tools  to  do  the  job  are  in  place  in  the  regional  offices,  in 
particular  information  technology 

•  ensuring  that  regional  staff  have  the  support  and  training  (where  necessary) 
to  assume  additional  decision-making  responsibilities 

•  ensuring  that  appropriate  corporate  policies,  procedures  and  standards  are 
in  place  to  support  a  greater  delegation  of  decision-making  and  the  regional 
offices  are  involved  in  making  these  policies  and  standards 

=>  as  part  of  the  process  of  decentralization  and  in  order  to  ensure  cost 
effectiveness,  consideration  will  be  given  to  purchasing  services  (such  as  human 
resources)  that  are  already  being  provided  in  the  region  by  other  ministries 

=>  other  ministry  services  that  in  the  future  are  delivered  on  a  regional  basis  will 
use  the  existing  regional  structure,  and  the  regional  boundaries  of  the  Family 
Support  Plan  will  be  reconciled  with  the  regional  boundaries  of  the  courts 
administration  and  Crown  Attorneys'  systems 

=>  the  ministry  will  study  whether,  in  the  longer  term,  decision-making  should  be 
further  delegated  to  a  more  local  level,  for  example,  by  phasing  out  the  regional 
and  local  structures  as  they  presently  exist  and  replacing  them  with  a  new  level 
of  management  that  pulls  together  a  number  of  local  offices 


In  1989,  the  ministry  adopted  a  regional  structure  because  centralized  management  of 
courts  administration  and  the  Crown  Attorneys'  systems  was  not  working.  Decisions  were 
taking  too  long  because  they  were  being  made  at  Head  Office,  and  there  were  inconsistencies 
in  program  standards  and  practices  at  the  local  level  because  Head  Office  could  not  effectively 
manage  approximately  50  local  offices.  The  goals  of  regionalization  were  to  rectify  these 
problems  and  ensure  that  day-to-day  management  decisions  were  made  closer  to  where  the 
service  was  being  delivered  and  that  greater  consistency  in  decision-making  was  achieved 
through  the  creation  of  8  Regional  Offices.  Head  Office  would  be  responsible,  in  partnership 
with  regional  staff,  for  developing  overall  service  delivery  standards  and  guidelines  and  for 
providing  regional  offices  with  specialized  advice  and  support.  The  Divisions  would  be 
managed  cooperatively  through  Divisional  Management  Committees  that  included  both  Head 
Office  staff  and  Regional  Directors  from  the  field. 

However,  staff  tell  us  that  these  goals  have  not  been  met.  Decision-making  has  not  been 
effectively  delegated  or  "decentralized"  to  regional  offices  and  it  is  still  unclear  whether  certain 
functions  are  the  responsibility  of  the  regional  offices  or  the  Head  Office.' 

The  ministry  is  addressing  these  issues  and  getting  back  in  touch  with  the  goals  of 
regionalization  and  why  our  ministry  adopted  a  regional  structure. 
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Over  the  next  eight  months,  the  ministry  will  identify  specific  functions  to  be  delegated 
to  the  regions  -  those  that  make  sense  and  are  more  cost  effectively  delivered  by  the  regional 
offices.  At  the  same  time,  we  will  ensure  that  the  necessary  groundwork  is  done  and  the 
infrastructure  is  in  place  to  support  the  "decentralization"  of  these  functions.  For  example,  the 
ministry  will  continue  to  expand  computer  links  between  Head  Office  and  the  regional  offices: 
by  the  end  of  1994,  half  of  all  ministry  offices  will  be  interconnected.  We  will  also  ensure 
that  regional  staff  receive  the  training  and  support  they  need  to  assume  these  new  functions 
and  additional  decision-making  responsibilities.  A  Ministry  Training  Framework  (see  Tab  E, 
p.4)  is  in  place  which  will  facilitate  this  process  and  ensure  that  staff  have  a  say  in  the  kinds 
of  training  they  require. 

In  order  to  support  a  greater  delegation  of  decision-making  to  the  regional  offices,  Head 
Office  will  ensure  that  the  appropriate  corporate  policies,  procedures  and  standards  are  in 
place  and  that  regional  staff  are  directly  involved  in  setting  those  policies  and  standards.  By 
late  Fall,  1 994,  simplified  procedures  and  common  standards  for  all  corporate  services  will  be 
established  and  published  in  plain  language,  user  friendly  manuals  and  other  communication 
vehicles  (such  as  computer  disk  and  electronic  mail).  As  well,  policies  and  processes  will 
have  been  reviewed  and  unnecessary  levels  of  approval  eliminated  in  order  to  increase 
regional  authority. 

The  ministry  is  maintaining  the  current  number  of  regions  and  will  ensure  that  the  same 
regional  boundaries  are  maintained  for  the  delivery  of  future  regionally-delivered  ministry 
services.  While  there  has  been  some  discussion  about  reducing  the  number  of  regions,  it  was 
felt  that  it  would  be  premature  and  too  disruptive  to  change  the  current  regional  structure 
without  giving  it  a  chance  to  mature  and  operate  as  it  was  originally  intended.  Regionalization 
only  came  into  effect  five  years  ago  and  is  bound  to  encounter  some  growing  pains. 

There  has  also  been  some  discussion  that  we  should  discard  the  regional  structure  and 
move  to  a  local  structure,  whereby  the  regional  offices  would  be  disbanded  and  local  ministry 
offices  situated  throughout  the  province  would  deal  directly  with  Head  Office.  It  is  pointed 
out  that  this  is  the  direction  a  number  of  other  ministries  and  private  businesses  have  taken. 

In  reviewing  this  direction  it  was  felt  that  the  ministry  was  not  ready  to  move  immediately 
to  a  more  "localized"  structure.  An  assessment  of  the  appropriateness  of  this  direction  for  our 
ministry  has  not  been  done.  Neither  the  tools  nor  the  technological  infrastructure  are  in  place 
to  support  such  a  structure.  It  is  important  to  recall  that  the  reason  why  the  ministry  adopted 
a  regional  structure  in  1989  was  because  the  local  office  structure  wasn't  working  properly. 

However,  it  is  agreed  that  this  direction  is  worthy  of  further  consideration.  A  special  staff 
working  group  will  be  organized  shortly  to  study  and  consult  on  whether,  in  the  longer  term, 
decision-making  should  be  further  delegated  to  a  more  local  level,  for  example,  by  phasing 
out  the  regional  and  local  structures  as  they  currently  exist  and  replacing  them  with  a  new 
level  of  management  that  pulls  together  a  number  of  local  offices.  The  working  group  will  be 
asked  to  report  by  the  end  of  1994. 


Regional  Offices  -  Integrated  Management  Model  (Tab  D,  p.5) 
Current  Structure 


The  ministry  has  eight  Regional  Offices  responsible  for  managing  the  courts  administration 
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and  Crown  Attorneys'  systems.  As  well,  the  Family  Support  Plan  is  administered  through  eight 
Regional  Offices  which,  with  two  exceptions,  are  the  same  as  those  for  the  courts 
administration  and  Crown  Attorneys'  systems. 

Separate  administrative  structures  exist  in  each  of  the  Regional  Offices  for  these  programs. 
For  example,  each  program  has  its  own  Regional  Director  as  well  as  its  own  financial  and 
administrative  support  staff. 


Organizational  Directions 

=>  a  more  integrated  regional  management  structure  will  be  implemented  consisting  of 
two  Regional  Directors  -  a  Regional  Director  for  Crown  Attorneys  and  a  Regional 
Director  for  Operations,  with  an  integrated  Corporate  Services  Unit  supporting  both 
Regional  Directors  (see  Chart  at  Tab  D,  p.7) 

=>  the  Corporate  Services  Unit  will  provide  the  financial,  human  resources,  technology, 
training  and  other  support  services  for  the  region 

=>  Regional  Directors  for  Crown  Attorneys  will  retain  their  current  responsibilities, 
including:  operational  policy  and  training;  recruitment,  redeployment  and 
performance  review  for  prosecution  and  support  staff;  and  budget  allocation,  analysis 
and  decision-making 

=>  Regional  Directors  for  Operations  will  be  responsible  for  courts  administration,  the 
family  support  plan,  and  potentially  the  Public  Trustee's  new  substitute  decision¬ 
making  program  (see  Tab  C,  p.12)  if  it  is  decided  to  implement  a  regional,  as  opposed 
to  a  local,  delivery  model;  Regional  Directors  for  Operations  will  provide  for  the  day- 
to-day  management  of  programs  in  the  field,  while  program  direction  (including 
policies,  standards,  legal  direction  and  program  content)  will  be  provided  by  the  heads 
of  each  program 

=>  technological  developments  in  the  Offices  will  ensure  that  the  necessary  tools  are  in 
place  to  facilitate  effective  decision-making  at  the  regional  level 


This  new  organizational  direction  responds  to  Direction  5  of  the  Strategic  Plan  and  the  need 
to  foster  cooperation  between  different  parts  of  the  ministry  and  to  create  a  regional  structure  that 
can  assume  decision-making  authority  and  provide  efficient,  high  quality  province-wide  services. 
More  cooperative  and  integrated  management  of  regional  programs  will  create  opportuniiies  for 
better  client  service,  increased  information  sharing  and  coordinated  service  delivery  and  program 
development. 

The  new  management  model  is  compatible  with  and  will  support  the  ministry's  direction, 
discussed  in  the  preceding  section,  that  decisions  be  made  closer  to  where  the  service  is  being 
delivered.  It  supports,  as  well,  the  government's  direction  that  additional  management  layers 
should  not  be  created. 

Furthermore,  the  new  Corporate  Services  Unit  will  ensure  a  better  use  of  resources.  By 
combining  support  functions  of  the  three  programs  where  feasible,  duplication  and  inefficiencies 
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will  be  eliminated.  Creating  a  common  support  services  unit,  and  ensuring  that  the  necessary 
technology  is  in  place  to  support  its  operation,  will  also  increase  the  accountability  and  authority 
of  the  Regional  Offices  by  enabling  them,  for  example,  to  manage  their  own  budgets,  allocate 
resources,  independently  hire  personnel,  and  develop  their  own  training  programs.  As  discussed, 
the  ministry  is  committed  to  delegating  or  "decentralizing"  decision-making  authority  as  much 
as  possible  to  the  regions. 

In  order  to  work  out  the  details  of  this  new  regional  management  model,  a  special  staff 
working  group  will  be  constituted  shortly.  It  is  anticipated  that  the  working  group  will  complete 
its  task  by  September,  1994  and  the  new  model  will  be  in  place  later  in  the  Fall. 


B.  Head  Office 


At  present,  Head  Office  consists  of  the  following  Divisions,  as  well  as  the  Communications 
Branch:  Finance  and  Administration;  Policy  Development;  Constitutional  Law  and  Policy;  Courts 
Administration;  Civil  Law;  and  Criminal  Law.  An  overview  of  the  new  Head  Office  organizational 
directions  follows: 

1.  Civil  Law  Division  (Tab  D,  p.8) 


Current  Structure 


The  Civil  Law  Division  provides  civil  legal  services  to  the  provincial  government,  including 
other  ministries  and  agencies,  boards  and  commissions.  Legal  services  are  provided  by  the 
Crown  Law  Office  -  Civil,  which  is  located  at  Head  Office,  and  by  Seconded  Legal  Services, 
legal  branches  consisting  of  ministry  lawyers  and  other  staff  who  are  seconded  to  and  located 
within  the  different  ministries  and  agencies,  boards  and  commissions.  Generally,  civil  legal 
services  outside  of  Toronto  are  not  delivered  on  a  regional  basis  through  regional  offices;  these 
services  are  provided  either  by  ministry  lawyers  who  travel  from  Toronto  or  by  private  lawyers 
retained  by  the  government. 


Organizational  Directions 

=>  a  number  of  changes  to  the  delivery  of  civil  legal  services  will  be  made,  including: 

•  the  creation  of  "practice  groups"  of  lawyers  and  staff  dedicated  to  discrete  areas 
of  law,  such  as  litigation  and  labour  law,  who  will  provide  specialized  expertise 

•  the  "clustering"  or  grouping  of  some  legal  branches  to  further  a  community  of 
interest  and  facilitate  information  sharing 

•  a  "reserve  on  resources"  whereby  legal  branches  will  make  available  up  to  10% 
of  staff  resources  (lawyer  and  non-lawyer)  if  requested  to  address  emerging  and 
changing  priorities,  signature  initiatives,  or  special  ministry  projects 
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•  a  "surcharge  for  infrastructure"  whereby  2%  of  a  client  group's  legal  services 
budget  will  be  contributed  on  an  annual  basis  to  fund  initiatives  directed  at 
improving  client  service 

•  "administrative  and  management  improvements"  including  the  creation  of  a 
"Business  Advisory  Branch"  which  will  provide  support  to  the  Division  in  such 
areas  as  financial  management,  information  technology,  education  and  training; 
expansion  of  self-directed  work  teams;  better  use  of  non-lawyer  staff;  and  more 
rigorous  scrutiny  of  private  sector  retentions 

=>  in  addition,  the  merger  of  some  legal  branches  to  improve  service  delivery  is  being 
considered 

=>  the  ministry  will  consider  the  delivery  of  civil  legal  services  by  ministry  lawyers  on 
a  regional  basis  and,  over  the  next  year,  design  and  implement  one  or  more  pilot 
projects  in  order  to  evaluate  cost  and  service  delivery  effectiveness 

=>  the  Constitutional  Law  Division  will  be  reunited  with  the  Civil  Law  Division  as  the 
Crown  Law  Office-Constitutional  headed  by  a  Director  (see  Tab  D,  p.11) 

=>  as  recommended  by  the  Social  Justice  Review,  the  Official  Guardian's  Office  and  the 
Office  of  the  Public  Trustee  will  be  moved  from  the  Civil  Law  Division  to  a  new 
division,  the  Social  Justice  Services  Division  (see  Tab  D,  p.34) 


The  organizational  directions  with  respect  to  service  delivery  are  in  direct  response  to  the 
recommendations  of  the  Civil  Law  Program  Review  and  the  need  to  improve  the  delivery  of  civil 
legal  services  to  our  internal  clients  -  other  ministries,  and  provincial  agencies,  boards  and 
commissions.  These  directions  will  foster  a  greater  cooperation  between  legal  branches,  provide 
for  expertise  in  certain  areas  of  civil  law,  and  reduce  the  number  of  unnecessary  management 
layers.  Most  of  these  directions  will  be  implemented  within  the  next  three  months. 

One  or  two  regionally  based  pilot  projects  for  the  delivery  of  civil  legal  services  is  being 
implemented  to  test  the  effectiveness  of  this  service  delivery  model  and  to  evaluate  cost.  A 
special  working  group  will  be  constituted  in  early  Fall  to  design  the  pilot(s),  which  will  be  in 
place  in  1 995. 

Relocating  the  Official  Guardian's  Office  and  the  Office  of  the  Public  Trustee  from  the  Civil 
Division  to  a  new  Social  Justice  Services  Division,  together  with  other  ministry  social  justice 
programs,  was  a  central  recommendation  of  the  Social  Justice  Review.  This  new  direction 
acknowledges  the  need  for  a  stronger  focus  on  providing  high  quality  services  to  the  ministry's 
vulnerable  clients.  It  is  anticipated  that  the  new  Division  will  be  in  place  by  August,  1994. 

The  Constitutional  Law  Division,  which  is  discussed  in  the  following  section,  will  be  reunited 
with  the  Civil  Law  Division  by  June,  1994. 
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2.  Constitutional  Law  Division  (Tab  D,  p.11) 


Current  Structure 


The  Constitutional  Law  and  Policy  Division,  which  is  the  smallest  of  the  divisions  in  the 
Ministry  of  the  Attorney  General,  undertakes  litigation  and  provides  advice  on  civil,  as  well  as 
some  criminal,  constitutional  issues.  The  Division  was  originally  part  of  the  Crown  Law  Office- 
Civil,  but  was  created  as  a  separate  division  in  order  to  meet  the  extraordinary  demands  of  the 
constitutional  talks  in  the  Meech  Lake/Charlottetown  Accord  era. 


Organizational  Directions 

=>  the  Division  will  be  reunited  with  the  Civil  Law  Division  as  the  Crown  Law  Office  - 
Constitutional  headed  by  a  Director 

=>.  the  Director  will  report  to  the  Assistant  Deputy  Attorney  General-Civil  Law  Division 
?md  will: 

•  chair  the  Constitutional  Coordinating  Committee  (an  interdivisional  committee 
that  provides  a  forum  for  consultation  on  constitutional  issues) 

•  sit  on  the  Litigation  Issues  Committee  (a  subcommittee  of  Senior  Management 
Committee  which  is  responsible  for  identifying  major  policy  issues  arising  within 
ministry  litigation  and  for  developing  a  process  to  resolve  them) 

=*  consistency  of  approach  on  constitutional  issues  will  be  maintained  with  the  Criminal 
Law  Division,  in  part  through  ongoing  secondments  and  discussion  of  issues  at  the 
Constitutional  Coordinating  Committee 


With  the  completion  of  the  Meech  Lake/Charlottetown  Accord  constitutional  talks,  the 
workload  of  the  Constitutional  Law  Division  has  stabilized,  and  the  remerger  with  the  Civil  Law 
Division  will  ease  the  administrative  burden  at  the  divisional  management  level.  At  the  same 
time  the  strengthening  of  the  Constitutional  Coordinating  Committee's  responsibilities  and  the 
role  of  the  Director  of  Constitutional  Law  on  the  Litigation  Issues  Committee  will  ensure  that  a 
distinct  constitutional  voice  will  continue  to  be  heard  on  significant  issues  raising  Charter  or 
division  of  powers  questions. 

The  Constitutional  Law  Division  will  be  reunited  with  the  Civil  Law  Division  by  June,  1 994. 


3.  Courts  Administration  Division  (Tab  D,  p.  1 3) 

Current  Structure 

The  Courts  Administration  Division,  which  is  the  largest  division  in  terms  of  staffing  and 
budget,  is  responsible  for  the  effective  operation  of  Ontario's  court  offices  and  support  to  the 
courts  in  Ontario's  officially  bilingual  justice  system.  It  is  also  responsible  for  enforcing  support 
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orders  and  agreements  filed  with  the  court  through  the  Family  Support  Plan  and  has  lead 
responsibility  for  the  Integrated  Safety/Fines  Project. 

The  work  of  the  Division  is  carried  out  through  regional  and  local  offices. 


Organizational  Directions 

=>  an  Integrated  Management  Model  for  the  Regional  Offices  will  be  developed 
consisting  of  two  Regional  Directors  -  a  Regional  Director  for  Crown  Attorneys  and 
a  Regional  Director  for  Operations,  which  will  be  supported  by  a  Corporate  Services 
Unit  providing  financial,  human  resources,  technology  and  other  support  services  for 
the  region 

=>  Regional  Directors  for  Operations  will  be  responsible  for  courts  administration  and 
the  operation  of  the  Family  Support  Plan  in  their  regions  (and  potentially  the  new 
Public  Guardian  and  Trustee  program);  Regional  Directors  for  Operations  will  provide 
for  the  day-to-day  management  of  programs  in  the  field,  while  specialist  program 
direction  will  be  provided  by  the  relevant  Head  Office  Division  (see  Tab  D,  p.6) 

=>  the  Family  Support  Plan  will  be  moved  to  the  new  Social  Justice  Services  Division, 
which  will  assume  responsibility  for  setting  program  directions  and  standards  (see  Tab 
D,  p.34) 

=>  the  ministry  and  the  Chief  Judge  of  the  Provincial  Court  will  continue  to  refine  their 
respective  roles  and  responsibilities  pursuant  to  the  Memorandum  of  Understanding 
(MOU)  entered  into  in  June,  1993 

=>  the  ministry  will  pursue  similar  MOUs  with  the  General  Division  and  the  Court  of 
Appeal 


As  discussed  earlier  (see  pp.  23-25),  an  integrated  management  support  structure  for  the 
regions  will  create  opportunities  for  improved  client  service,  increased  information  sharing,  and 
coordinated  service  delivery,  and  will  respond  to  the  government's  direction  that  additional 
management  layers  not  be  created.  The  creation  of  a  shared  Corporate  Services  Unit,  which  will 
provide  the  financial,  human  resources,  technology  and  other  support  services  for  the  region,  will 
ensure  a  better  use  of  resources:  by  combining  support  functions  where  feasible,  duplication  and 
inefficiencies  will  be  eliminated.  A  staff  working  group  will  be  set  up  shortly  to  work  out  the 
details  of  the  model.  It  is  anticipated  that  the  new  model  will  be  in  place  by  the  Fall. 

The  Family  Support  Plan  is  being  relocated  to  the  new  Social  Justice  Services  Division  (see 
Tab  D,  p.34)  in  response  to  the  recommendations  of  the  Social  Justice  Review  that  the  ministry's 
social  justice  programs  should  be  co-located  in  a  new  Division.  This  direction  acknowledges 
the  need  for  a  stronger  focus  on  providing  high  quality  services  to  the  ministry's  vulnerable 
clients.  The  Family  Support  Plan  will  be  transferred  to  the  new  Division  by  August,  1994. 

The  Division  will  continue  its  discussions  with  the  Chief  Justices  of  the  General  Division  and 
the  Court  of  Appeal  concerning  entering  into  Memoranda  of  Understanding  similar  to  the  one 
entered  into  last  June  with  the  Chief  Judge  of  the  Provincial  Court.  As  discussed  earlier  (see 
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pp.9-10),  an  important  goal  of  Direction  1  of  the  Strategic  Plan  is  to  ensure  cooperative 
management  with  the  judiciary  and  establish  a  clear  understanding  about  areas  of  separate  and 
joint  responsibility. 


4.  Criminal  Law  Division  (TabD,  p.15) 


Current  Structure 


The  Criminal  Law  Division,  which  is  headed  by  an  Assistant  Deputy  Attorney  General  - 
Criminal  Law,  is  responsible  for  the  prosecution  of  criminal  cases  before  all  courts  in  the 
province.  It  is  also  responsible  for  the  development  of  criminal  law  policy  and  for  entering  into 
federal/provincial  discussions  on  criminal  law  reform,  in  addition  to  eight  regional  offices,  each 
headed  by  a  Regional  Director  of  Crown  Attorneys,  the  Division  currently  consists  of  the 
following  four  Head  Office  branches: 

•  Crown  Law  Office-Criminal  which  is  responsible  for  certain  complex  prosecutions, 
appeals  and  specialized  legal  advice  on  a  wide  range  of  matters 

•  Office  of  the  Director  of  Criminal  Prosecutions  which  is  responsible  for  prosecutions 
-relating  to  allegations  of  wrongdoing  on  the  part  of  justice  officials,  as  well  as  special 
applications  and  other  matters  requiring  the  Attorney  General's  consent 

•  Divisional  Planning  and  Administration  which  provides  administrative  support  to  the 
Division 

•  Victim/Witness  Assistance  Program  which  provides  assistance  to  victims  and  witnesses 
of  crime  by,  for  example,  providing  them  with  information  and  support  throughout 
criminal  court  proceedings 


Organizational  Directions 

=>  the  Office  of  the  Director  of  Criminal  Prosecutions  (DCP)  will  be  incorporated  into 
the  Crown  Law  Office  -  Criminal;  the  functions  of  the  DCP  will  be  provided  by  a 
small  team  of  centralized  counsel,  as  well  as  by  counsel  seconded  from  the  regions, 
headed  by  a  Chief  Counsel,  Special  Investigations.  A  Coordinating  Committee  chaired 
by  the  Director  of  Crown  Law  Office  -  Criminal  and  including  two  Regional  Directors, 
the  Chief  Counsel  of  Special  Investigations  and  an  additional  senior  prosecutor  will 
be  responsible  for  assigning  cases.  The  Crown  Law  Office  -  Criminal  is  conducting 
an  internal  restructuring  to  incorporate  these  and  other  changes 

=>  the  Division  will  study  the  "Director  of  Public  Prosecutions  Model"  to  determine 
whether  this  approach  would  be  appropriate  for  Ontario 

=*  the  Criminal  Injuries  Compensation  Board  will  be  transferred  to  the  Criminal  Law 
Division  and  receive  administrative  support  from  the  Director  of  the  Victim/Witness 
Assistance  Program 
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The  amalgamation  of  the  Office  of  the  Director  of  Criminal  Prosecutions  with  the  Crown  Law 
Office  -  Criminal  will  result  in  more  coordinated  and  streamlined  service  delivery  which  is  an 
important  goal  of  the  Strategic  Plan.  It  will  also  enable  the  Division  to  draw  upon  the  province's 
most  senior  prosecutors  from  both  Head  Office  and  the  field  (through  secondments)  to  handle 
prosecutions  relating  to  justice  officials  charged  with  serious  offences. 

In  a  number  of  jurisdictions  in  the  United  Kingdom,  Australia,  Canada  and  other 
commonwealth  countries,  the  Criminal  Law  Division  is  headed  by  a  "Director  of  Public 
Prosecutions",  rather  than  an  Assistant  Deputy  Attorney  General.  The  Director  of  Public 
Prosecutions  is  more  independent  from  government.  A  special  working  group  will  be  set  up  by 
June  to  consider  this  model  and  will  report  by  the  end  of  1994. 

At  present,  the  Criminal  Injuries  Compensation  Board,  which  provides  compensation  to 
victims  of  crime,  has  an  administrative  reporting  relationship  with  the  Assistant  Deputy  Attorney 
General  -  Finance  and  Administration  Division.  By  July,  1994,  it  will  be  transferred  to  the 
Criminal  Law  Division  to  provide,  together  with  the  Victim/Witness  Assistance  Program,  a 
stronger  focus  on  victims'  issues  in  the  ministry. 


Finance  and  Administration  Division  (Tab  D,  p.  1  7) 
Current  Structure 


®  The  Finance  and  Administration  Division  provides  corporate  support  services  for  the  ministry 
in  the  following  areas: 

=>  information  technology  and  telecommunications  services 

=>  human  resources 

=>  financial  and  administrative  services 

=>  audit  services 

=*  facilities  and  accommodation 

=>  research  and  evaluation 

=>  freedom  of  information  and  protection  of  privacy 
=>  French  language  services 
=>  Accountant  of  the  Ontario  Court  (AOC) 

•  In  addition,  the  Division  provides  administrative  support  to  the  following  agencies,  boards 
and  commissions,  and  to  the  Ontario  Native  Affairs  Secretariat: 

=>  Ontario  Law  Reform  Commission  (OLRC) 

=>  Assessment  Review  Board  (ARB) 

=>  Criminal  Injuries  Compensation  Board  (CICB) 

=>  Police  Complaints  Commissioner  (PCC) 

=>  Boards  of  Inquiry  (BOI) 

=>  Royal  Commissions 
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Organizational  Directions 

=>  the  Division  will  undergo  a  role  transformation  that  will  result  in: 

•  a  more  client-focused  organization  that  is  responsive  to  the  needs  of  the  ministry 
and  the  different  program  areas 

•  delegation  or  "decentralization"  of  finance  and  administration  functions  to  the 
appropriate  level  in  the  program  areas,  including  a  clearly  defined  accountability 
framework  with  authority  and  responsibility  delegated  to  the  level  closest  to 
where  the  service  is  being  delivered 

•  increased  decision-making  ability  of  front-line  staff 

•  a  Head  Office  that  provides  consistent  policies,  common  standards,  specialized 
advice  and  supports  service  delivery  in  the  field 

•  better  trained  employees  with  the  proper  tools  and  standards  to  support 
performance 

=»  the  Division  will  be  renamed  the  "Corporate  Services  Division"  to  reflect  the  full 
range  of  corporate  support  services  provided  to  the  ministry 

=>  the  Division  will  be  responsible  for  coordinating  the  implementation  of  such 
Corporate  Strategies  as  the  Corporate  Information  Technology  Strategy  and  the 
Ministry  Training  Framework  (see  Tab  E  where  these  are  discussed) 

=>  the  Employment  Equity  Office,  the  Workplace  Discrimination  and  Harassment 
Prevention  Office  (WDHP  Office)  and  the  Anti-Racism  Unit,  which  will  continue  as 
separate  offices,  have  been  commonly  situated  in  the  Finance  and  Administration 
Division  and  report  administratively  to  the  Assistant  Deputy  Attorney  General  of  the 
Division,  while  maintaining  their  direct  reporting  relationship  to  the  Deputy  Attorney 
General 

=>  an  "integrated  equity  strategy"  and  action  plan  will  be  created  which  encompasses 
employment  equity,  anti-racism  and  workplace  harassment  (see  Tab  D,  p.22);  equity 
principles  will  integrated  into  all  corporate  services'  policy  development,  planning, 
standards  and  practices 

=>  the  Research  and  Evaluation  Unit  will  be  transferred  to  the  Policy  Development 
Division 

=>  the  Criminal  Injuries  Compensation  Board  will  be  transferred  to  the  Criminal  Law 
Division 

=>  the  Accountant  of  the  Ontario  Court  will  be  transferred  to  the  new  Social  Justice 
Services  Division  (see  Tab  D,  p.34) 


At  present,  the  Finance  and  Administration  Division  is  largely  centralized  in  Toronto  and  few 
of  its  functions  have  been  delegated  or  "decentralized"  to  the  program  areas,  including  the 
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ministry's  regional  offices.  In  addition,  the  tools  to  do  the  job,  for  example,  the  necessary 
computer  technology,  are  very  centralized  as  well.  The  strategic  planning  exercise  identified  a 
number  of  shortcomings  with  this  predominantly  centralized  organizational  structure,  including 
the  need  to  move  decision-making  closer  to  where  the  service  is  being  delivered  and  to  be  clear 
about  which  functions  have  been  delegated  and  then  support  them. 

Over  the  next  eight  months,  the  Finance  and  Administration  Division  will  undergo  a  "role 
transformation"  to  address  the  problems  identified  during  strategic  planning  and  to  start  the 
process  of  bringing  our  ministry  back  in  touch  with  the  original  goals  of  regionalization.  As 
discussed  in  the  earlier  section  on  regionalization,  the  intent  of  creating  a  regional  structure  was 
to  build  leadership  and  decision-making  authority  into  the  field  organization.  The  role  of  Head 
Office  was  to  support  this  delegation  of  decision-making  authority  by  setting  the  overall  policies, 
procedures  and  standards  for  service  delivery  and  to  provide  specialist  advice  to  regional  and 
other  program  staff. 

The  role  transformation  of  the  Finance  and  Administration  Division  will  include  three 
components:  strengthening  the  foundation  to  support  the  transformation;  creating  a  more  client- 
service  focused  Division;  and  making  some  internal  structural  changes  to  the  Division. 

Strengthening  the  foundation  includes  first  identifying  which  finance  and  administration 
functions  it  makes  sense  to  delegate  to  the  Regional  Offices  and  other  program  areas.  It  also 
includes  ensuring  that  the  tools  to  do  these  functions,  for  example,  computer  equipment  and 
computer  links  to  the  Division  and  Head  Office,  are  in  place  in  the  Regional  Offices  and 
program  areas.  As  well,  staff  must  be  adequately  trained  to  take  on  these  new  responsibilities, 
and  overall  standards,  policies,  and  procedures  must  be  in  place  to  guide  staff  in  performing 
these  functions. 

The  Finance  and  Administration  Division  is  in  the  process  of  strengthening  the  foundation. 
Appropriate  roles  and  responsibilities  with  respect  to  the  different  finance  and  administration 
functions  are  being  defined  in  a  collaborative  way  through  a  close  partnership  with  all  program 
areas,  including  regional  staff.  By  late  Fall,  1994,  for  example,  most  financial  and  administrative 
processes  will  have  been  reviewed  to  eliminate  unnecessary  levels  of  approval. 

The  Division  is  also  ensuring  that  the  necessary  technology  is  in  place  and  has  developed 
a  ministry  "Corporate  Information  Technology  Strategy"  (see  pp.  18-19  of  this  Overview  and  Tab 
E,  p.1).  As  part  of  that  strategy,  by  the  end  of  the  year,  15-20  additional  ministry  offices  will 
be  interconnected  by  computer  network;  by  the  end  of  1995,  all  ministry  offices  will  be 
interconnected.  The  proper  training  of  staff  is  being  addressed  by  the  "Ministry  Training 
Framework",  which  was  developed  by  the  Division  and  is  being  actively  implemented  (see 
pp.  1 5-16  of  this  Overview,  and  Tab  E,  p.4).  As  well,  by  late  Fall,  1 994,  common  standards  and 
simplified  procedures  for  all  corporate  services  will  be  established,  and  clearly  set  out  in  manuals 
and  other  formats,  such  as  computer  disks,  for  staff  reference  in  performing  these  functions. 

Creating  a  more  client-focused  Division  will  involve  extensive  consultation  with  ministry  staff 
(who  are  the  "clients"  of  the  corporate  services  that  the  Division  provides),  to  determine  how  the 
Division  can  more  effectively  support  the  program  areas.  In  this  regard,  by  June,  1994,  a 
schedule  of  site  visits  will  be  established,  pursuant  to  which  Division  staff  will  meet  with 
regional  and  program  area  staff  to  become  more  sensitive  to  different  client  needs.  A  staff  survey 
will  be  sent  out  shortly  as  well.  Creating  a  more  client-focused  Division  will  also  involve,  as 
discussed  earlier,  ensuring  that  ministry  staff  have  increased  authority  over  appropriate  finance 
and  administrative  functions  and  that  unnecessary  levels  of  approval  are  eliminated. 
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With  respect  to  structural  changes,  the  Division  will  be  renamed  the  "Corporate  Services 
Division"  to  reflect  the  full  range  of  corporate  support  services  that  it  provides  to  the  ministry. 
In  April,  1994,  the  Equity  Offices  were  co-located  in  the  Division  to  acknowledge  that  equity 
issues  are  "corporate"  concerns  and  to  increase  the  opportunity  for  coordination  between  them 
and  with  other  branches  in  the  Division  (see  pp.  13-14  of  this  Overview,  and  Tab  E,  p.22).  In 
June,  1994,  the  Research  and  Evaluation  Unit  will  be  transferred  to  the  Policy  Division  in  order 
to  benefit  from  a  closer  association  with  the  ministry  policy  process.  By  July,  1 994,  the  Criminal 
Injuries  Compensation  Board  will  move  to  the  Criminal  Law  Division  to  provide,  together  with 
the  Victim/Witness  Assistance  Program,  a  stronger  focus  on  victims'  issues  in  the  ministry.  The 
Office  of  the  Accountant  of  the  Ontario  Court  is  being  transferred  to  the  new  Social  Justice 
Services  Division  (see  Tab  D,  p. 34)  by  August,  1994  because  of  the  close  association  with  the 
Official  Guardian's  Office  and  similarity  of  function  to  that  of  the  Public  Trustee  with  respect  to 
client  trust  accounts. 

Within  the  next  eight  months,  as  the  role  transformation  of  the  Division  progresses,  decisions 
will  be  made  whether  additional  structural  changes  are  necessary. 


6.  French  Language  Services  Branch,  Aboriginal  Issues  Group  and  Equity  Offices  (Tab  D,  p.22) 
Current  Structure 


The  French  Language  Services  Branch  (FLS  Branch)  was  established  in  1979.  It  provides 
advice  and  support  to  ministry  employees  in  carrying  out  the  government's  legislated  mandate 
to  provide  services  in  French.  The  Branch  also  promotes  the  use  of  French  within  Ontario's 
officially  bilingual  justice  system  and  is  responsible  for  implementing  the  French  Language 
Services  Action  Plan,  which  was  approved  by  Senior  Management  Committee  in  November, 
1993.  The  objective  of  the  Action  Plan  is  to  ensure  that  service  delivery  to  French-speaking 
clients  is  timely,  of  a  consistently  high  quality,  and  accessible.  The  FLS  Branch  is  located  within 
the  Finance  and  Administration  Division. 

The  Aboriginal  Issues  Group,  which  was  created  in  June,  1993,  provides  a  coordinated 
approach  to  aboriginal  programs,  projects,  policy  and  litigation  carried  out  in  a  number  of 
Divisions.  The  Group  is  situated  within  the  Policy  Development  Division. 

The  Equity  Offices  consist  of  the  Employment  Equity  Office,  the  Workplace  Discrimination 
and  FJarassment  Prevention  Office  (WDHP  Office),  and  the  Anti-Racism  Unit.  The  Employment 
Equity  Office  was  established  in  June,  1992,  to  support  the  government's  employment  equity 
program,  and  reports  directly  to  the  Deputy  Attorney  General  and  administratively  to  the 
Assistant  Deputy  Attorney  General  of  the  Finance  and  Administration  Division. 

The  WDFHP  Office,  which  began  operating  in  1992,  was  created  to  implement  the 
government  WDFJP  policy  and  provides  advice  and  a  complaints  resolution  process  for  persons 
subject  to  discrimination  and  harassment  in  the  workplace.  The  Office  was  recently  transferred 
from  the  Policy  Development  Division  to  the  Finance  and  Administration  Division.  The  Anti- 
Racism  Unit  was  established  in  January,  1993  to  address  issues  of  race  equity  and  develop 
programs  and  policies  to  address  racism  in  the  ministry  and  the  justice  system.  The  Unit  reports 
directly  to  the  Deputy  Attorney  General  on  program  issues  and  administratively  to  the  Assistant 
Deputy  Attorney  General  of  the  Finance  and  Administration  Division. 
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Organizational  Directions 


(a)  Short  Term  Direction 

=*  the  Employment  Equity  Office,  the  WDHP  Office  and  the  Anti-Racism  Unit,  which 
will  continue  as  separate  offices,  have  been  commonly  situated  in  the  Finance  and 
Administration  Division  (which  will  be  renamed  the  Corporate  Services  Division).  The 
Offices  report  administratively  to  the  Assistant  Deputy  Minister  (ADM)  of  that 
Division,  while  maintaining  their  direct  reporting  relationship  to  the  Deputy  Attorney 
General 

=>  the  Aboriginal  Issues  Group  will  continue  to  report  to  the  Head  of  the  Policy  Division 
because  its  work  involves  a  high  degree  of  legal  analysis  and  includes  significant 
justice  policy  projects 

=*  the  FLS  Branch  will  continue  to  report  to  the  ADM,  Finance  and  Administration 
Division  (to  be  renamed  the  Corporate  Services  Division).  The  Coordinator  will 
oversee  the  implementation  of  the  FLS  Action  Plan  and  setting  up  a  new  ministry  FLS 
Council  and  a  Minister's  Advisory  Council  on  French  Language  Services 

=>  an  Equity  Council  has  been  created  as  a  subcommittee  of  Senior  Management 
Committee  (SMC)  (see  Tab  D,  p.30),  and  consists  of  the  Coordinators  of  the  FLS 
Branch  and  the  Aboriginal  Issues  Group,  the  Managers  of  the  Equity  Offices,  and  their 
Division  Heads 

=>  the  mandate  of  the  Council  is  to  share  information  and  work  together  on  appropriate 
issues,  advise  SMC  and  sub-committees  of  SMC  with  respect  to  equity  issues, 
collectively  review  items  on  the  SMC  agenda  and  present  a  coordinated  equity 
perspective  where  appropriate  and  assist  with  the  implementation  of  the  longer  term 
direction  discussed  below;  one  of  the  first  tasks  of  the  Council  is  to  consider  the 
creation  of  regional  equity  committees 

(b)  Longer  Term  Direction 

=>  the  longer  term  direction  is  for  employment  equity,  workplace  discrimination  and 
harassment  prevention,  anti-racism,  the  delivery  of  French  language  services,  and 
support  to  aboriginal-specific  programs  to  become  the  responsibility  of  all  ministry 
staff  and  all  ministry  offices,  and  not  the  primary  responsibility  of  a  few  specialized 
Head  Office  units 

=>  in  order  to  accomplish  the  delegation  or  "decentralization"  of  these  important 
responsibilities,  we  must  first  ensure  that  staff  are  adequately  trained,  equity  expertise 
is  positioned  throughout  the  ministry,  local  equity  committees  are  created,  and 
resources  and  accountability  mechanisms  are  in  place  to  ensure  that  equity  policies 
will  be  met 


The  former  positioning  of  these  programs  in  a  number  of  different  divisions  did  not  facilitate 
the  coordination  of  common  issues  and  long  range  planning.  Relocating  the  Employment  Equity 
Office,  the  WDHP  Office,  and  the  Anti-Racism  Unit  to  the  Finance  and  Administration  Division 
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(to  be  renamed  the  Corporate  Services  Division)  and  keeping  the  offices  distinct  respects  the 
differences  in  their  mandates,  increases  the  opportunity  for  coordination  and  linkages  between 
them,  and  will  ensure  that  there  is  a  coordinated  and  effective  "equity  vision"  for  our  ministry. 
In  addition  to  commonly  locating  the  three  Equity  Offices,  the  creation  of  the  Equity  Council 
further  augments  the  coordination  of  equity  issues,  will  foster  a  stronger,  cohesive  voice  on 
equity  issues  on  ministry  committees,  and  will  facilitate  the  implementation  of  the  ministry's 
longer  term  direction. 

Co-location  of  the  Equity  Offices  in  the  Finance  and  Administration  Division,  and  the 
creation  of  the  Equity  Council  occurred  in  April,  1994. 


7.  Legal  Research  Group  (Tab  D,  p.26) 

Current  Structure 


At  present,  the  ministry  does  not  have  a  coordinated  legal  research  unit.  Rather,  lawyers 
within  each  legal  division  engage  in  legal  research;  in  some  divisions,  for  example,  the  Criminal 
Law  Division  and  many  legal  branches  in  the  Civil  Law  Division,  there  are  a  number  of  lawyers 
who  specialize  in  legal  research. 


Organizational  Directions 


=>  a  Legal  Research  Group  will  be  established  to  specialize  in  providing 
high  quality,  consistent  legal  research  for  the  ministry 

=>  the  Group  will  coordinate  approaches  with  existing  legal  research  staff;  it  will  not 
replace  the  units  which  currently  provide  opinions  or  memoranda,  such  as  the  Crown 
Law  Office,  Civil  -  Advisory  Services,  the  Constitutional  Information  Coordinator  of 
the  Crown  Law  Office  -  Constitutional,  or  the  research  group  in  the  Crown  Law 
Office  -  Criminal 

=>  responsibilities  of  the  Group  will  include:  maintaining  a  legal  research  inventory; 
preparing  standardized  memoranda  on  key  issues  arising  frequently  within  the 
ministry;  and  assisting  in  providing  consistent  advice  on  cross-divisional  issues 


The  creation  of  a  Legal  Research  Group  will  assist  the  ministry  in  providing  better  service  to 
its  clients  and  the  public,  and  will  ensure  that  ministry  lawyers  are  better  equipped  to  do  their 
jobs.  The  Group  will  provide  lawyers  throughout  the  ministry  with  equitable  access  to  timely, 
high  quality  research.  By  coordinating  the  preparation  of  legal  research,  the  Group  will  ensure 
that  duplication  of  effort  is  avoided  and  that  standardized  research  on  key,  recurring  legal  issues 
is  readily  available. 

A  small  working  group  will  be  constituted  to  further  assess  the  overall  ministry  needs  in  this 
area  and  to  determine  the  best  approach  to  implementing  a  legal  research  group.  The  working 
group  will  be  asked  to  report  in  the  Summer,  1994.  It  is  anticipated  that  the  preferred  approach 
will  be  in  place  by  the  Fall,  1994. 
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8.  Policy  Development  (Tab  D,  p.27) 


Current  Structure 


The  ministry  has  an  extensive  and  well-regarded  policy  agenda,  dealing  with  a  range  of 
matters  important  to  the  public,  such  as  family  law,  criminal  law  reform,  and  court  structures. 
Policy  relating  to  criminal  matters  has  generally  been  developed  in  the  Criminal  Law  Division; 
most  other  non-operational  policy  has  been  developed  by  the  Policy  Development  Division. 
Operational  policy  is  generally  handled  within  the  operating  Divisions. 


Organizational  Directions 

=>  criminal  policy  work  will  continue  to  be  done  in  the  Criminal  Law  Division  with  most 
other  non-operational  policy  work  being  handled  by  the  Policy  Development  Division, 
which  will  be  renamed  the  Policy  Division 

=>  a  Ministry  Policy  Committee,  with  broad  representation  from  across  the  Ministry,  will 
be  created  as  a  new  subcommittee  of  Senior  Management  Committee  (SMC),  to 
prepare  a  corporate  policy  agenda  for  SMC  approval  and  regularly  update  the  agenda. 
The  agenda  will  determine  and  set  out  all  the  significant  policy  work  underway  in  the 
Ministry 

=>  a  working  subcommittee  of  the  Policy  Committee,  consisting  of  a  smaller  group  of 
SMC  members  and  Divisional  representatives,  will  meet  more  frequently  to  manage 
day  to  day  policy  work,  to  develop  team  approaches  to  interdivisional  policy  projects 
and  to  monitor  progress  on  corporate  policy  priorities.  It  will  also  arrange  to 
communicate  the  policy  agenda  throughout  the  ministry  and  with  significant 
stakeholder  groups,  and  ensure  that  appropriate  consultation  plans  are  in  place  for 
policy  projects 

=>  an  individual  who  will  be  a  member  of  the  Policy  Division,  but  will  act  as  Secretary 
to  the  Committee,  will  be  given  specific  responsibility  for  maintaining  an  up-to-date 
inventory  of  policy  work,  serving  as  a  central  point  of  contact  for  Cabinet  Office  and 
other  ministries  on  policy  issues,  coordinating  intergovernmental  policy  projects  and 
ensuring  that  the  ministry  responds  effectively  to  policy  proposals  generated 
elsewhere.  One  of  the  Secretary's  responsibilities  will  be  to  assist  Senior  Management 
Committee  to  develop  some  clarity  concerning  the  different  types  and  stages  of  policy 
development  in  the  ministry  and  their  interrelationship  and  linkages 

=>  significant  policy  issues  in  litigation  will  be  addressed  through  the  Litigation  Issues 
Committee,  a  subcommittee  of  SMC,  which  will  endeavour  to  ensure  that  major 
policy  issues  that  may  or  do  arise  within  litigation  are  being  considered  and  resolved 

=>  the  Workplace  Discrimination  and  Harassment  Prevention  Office  was  recently 
transferred  to  the  Finance  and  Administration  Division  (see  Tab  D,  p.22).  Strategic 
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Planning  will  be  made  a  permanent  function  of  the  ministry  as  part  of  the  Policy 
Division  (see  p.40  and  Tab  D,  p.36).  The  Research  and  Evaluation  Unit,  now  in  the 
Finance  and  Administration  Division,  will  be  transferred  to  the  Policy  Division.  The 
Supervised  Access  Program  will  be  transferred  from  the  Policy  Division  to  the  new 
Social  Justice  Services  Division 

=»  regular  policy  consultation  sessions  will  be  held  where  members  of  SMC  and  the 
Policy  Division  will  meet  with  staff  in  Head  Office,  regions  and  legal  services 
branches  to  discuss  policy  issues 


These  organizational  directions  respond  to  issues  raised  during  the  strategic  planning 
consultations.  They  seek  to  provide  a  clear  ministry  policy  agenda  and  to  improve  opportunities 
for  ministry  staff  to  be  involved  in  deciding  what  should  be  included  on  the  agenda.  They 
respond  to  the  need  to  create  an  ongoing  and  more  formal  means  of  obtaining  staff  input  on 
policy  initiatives  through,  for  example,  the  creation  of  the  broadly  representative  Policy 
Committee  and  by  holding  regular  policy  consultation  sessions  with  both  Head  Office  and 
regional  staff.  They  also  seek  to  increase  dialogue  and  cooperation  between  the  different 
divisions  in  our  ministry  and  with  other  justice  ministries  by  fostering  a  team  approach  to  policy 
development  where  appropriate. 

In  addition,  by  having  one  person  responsible  for  maintaining,  updating  and  communicating 
the  ministry  policy  agenda,  it  will  be  easier  for  other  ministries  and  outside  organizations  to 
know  what  we  are  working  on  and  whom  to  get  in  touch  with  about  a  particular  policy  project. 
As  a  result,  consultation  will  be  more  efficient  and  effective. 

Criminal  policy  work  will  continue  to  be  done  in  the  Criminal  Law  Division  to  maintain 
linkages  with  and  draw  on  the  expertise  of  prosecutors. 

The  Division  itself  will  foster  greater  linkages  with  the  rest  of  the  ministry.  For  example, 
there  will  be  greater  emphasis  on  secondments  from  other  divisions  in  the  ministry  and  non¬ 
lawyers  (at  present  almost  25%  of  the  Division's  professional  staff)  will  continue  to  be  recruited. 

While  these  organizational  directions  are  largely  non-structural  in  nature,  the  Division  has 
undergone  and  will  undergo  some  structural  changes.  For  example,  the  Workplace 
Discrimination  and  Harassment  Prevention  Office  was  moved  to  the  Finance  and  Administration 
Division  together  with  the  other  Equity  Offices  in  April,  1994.  The  Strategic  Planning  Office  will 
be  made  permanent  and  will  be  transferred  to  the  Division  this  Fall  when  the  implementation 
of  the  current  plan  is  complete.  The  Research  and  Evaluation  Unit  will  be  transferred  from  the 
Finance  and  Administration  Division  in  June,  1994  in  order  to  benefit  from  a  closer  association 
with  the  policy  process.  In  response  to  the  recommendations  of  the  Social  Justice  Review,  the 
Supervised  Access  Program  will  become  part  of  the  new  Social  Justice  Services  Division  (see  Tab 
D,  p.34)  once  the  long  term  direction  of  the  program  has  been  determined,  no  later  than  the  Fall, 
1994. 


9.  Senior  Management  Committee  (Tab  D,  p. 30) 
Current  Structure 


Senior  Management  Committee  (SMC)  is  an  executive  level  ministry  steering  committee  which 
consists  of  the  Deputy  Minister,  Division  Heads,  the  Director  of  Communications,  the  Executive 
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Coordinator  of  Strategic  Planning  and  representatives  of  the  Attorney  General's  Office. 


Organizational  Directions 

=*  SMC  will  become  a  more  streamlined  committee  which  will  focus  on  key  operational, 
financial,  policy  and  planning  decisions 

=>  decision-making  authority  in  a  number  of  areas  will  be  delegated  to  the  following 
subcommittees  of  SMC  which  will  include  broad  ministry  representation: 

•  Corporate  Information  Technology  Committee  (CITC) 

which  oversees  technology  project  funding,  setting  corporate  information 
technology  priorities,  and  the  overall  information  technology  framework 

•  Litigation  Issues  Committee 

which  identifies  major  policy  issues  arising  within  ministry  litigation  and  decides 
upon  the  appropriate  process  for  resolving  them 

•  Policy  Committee 

which  will  prepare  a  corporate  policy  agenda  for  SMC  approval  and  regularly 
update  it,  communicate  the  policy  agenda,  coordinate  consultation  on  policy 
issues,  review  selected  policy  issues  before  SMC  approval,  and  develop  team 
approaches  to  interdivisional  policy  projects 

•  Equity  Council 

which  will  bring  a  coordinated  approach  to  equity  undertakings,  provide  a  strong 
cohesive  voice  on  equity  issues,  and  ensure  there  is  an  equity  ’’vision"  for  the 
ministry 

•  Human  Resources  Planning  Committee 

which  will  ensure  there  is  a  corporate  human  resources  framework  in  place,  make 
decisions  with  respect  to  human  resources  initiatives,  such  as  training,  and  ensure 
that  human  resources  policies  are  being  applied  consistently  across  the  ministry 


The  creation  of  SMC  subcommittees  with  more  decision-making  authority  is  in  response  to 
concerns  raised  during  the  strategic  planning  process  about  the  role  of  SMC  and  the  need  to 
more  directly  involve  ministry  employees  in  decision-making.  These  subcommittees  will  be 
empowered  to  make  certain  decisions,  as  opposed  to  serving  simply  as  advisory  committees  to 
SMC. 

All  of  these  subcommittees  are  now  in  place,  with  the  exception  of  the  Policy  Committee 
which  will  be  constituted  in  June,  1994. 


10.  Social  lustice  Services  Division  (Tab  D,  p. 34) 
Current  Structure 


The  ministry's  social  justice  programs  (which  include  the  Official  Guardian's  Office,  the 
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Committee.  As  well,  co-location  of  these  programs  will  provide  opportunities  for  achieving 
economies  and  cost  savings  by  sharing  and  coordinating  common  activities,  such  as  financial 
planning,  investment  of  client  funds,  public  education,  training,  and  community  liaison.  The 
Accountant's  Office  is  being  transferred  to  the  new  Division  because  of  its  close  association  with 
the  Official  Guardian's  Office  and  similarity  of  function  to  that  of  the  Public  Trustee  with  respect 
to  client  trust  accounts. 

It  is  anticipated  that  the  Social  Justice  Services  Division  will  be  in  place  by  August,  1994. 


11.  Strategic  Planning  Office  (Tab  D,  p.36) 
Current  Structure 


In  January,  1 993,  the  ministry  announced  the  commencement  of  a  strategic  planning  exercise 
and  established  a  Strategic  Planning  Office.  At  that  time,  no  decision  was  made  whether  to 
make  the  Office  permanent. 


Organizational  Directions 

=>  a  small  Strategic  Planning  Office  will  be  made  permanent 

=>  the  Office,  which  will  support  the  work  of  the  Senior  Management  Committee,  will 
be  situated  within  the  Policy  Division  and  report  to  the  Division  Head 


Strategic  Planning,  as  a  mechanism  for  increased  staff  input  and  for  pointing  the  way  to  the 
future,  has  demonstrated  its  value  to  the  ministry  and  will  be  given  a  permanent  home.  Creating 
a  permanent  Office  recognizes  that  strategic  planning  is  an  ongoing,  rather  than  a  one-time, 
process.  As  well,  a  permanent  Office  will  provide  staff  with  an  identifiable  forum  to  which  they 
can  direct  ideas  for  change,  thereby  continuing  the  collaborative  and  consultative  strategic 
planning  process. 

A  permanent  Office  will  be  in  place  in  the  Fall,  1994  when  the  implementation  of  the 
current  plan  is  complete. 


C.  Other  Organizational  Directions 
1.  The  Office  of  Youth  lustice  (Tab  D,  p.39) 
Current  Structure 


The  Office  of  Youth  Justice,  which  began  operating  April  1,  1 994,  was  established  to  provide 
leadership  and  a  focal  point  for  addressing  young  offender  issues  in  Ontario,  and  will  coordinate 
much  of  the  work  needed  to  bring  about  change  in  the  youth  justice  system.  It  is  accountable 
to  the  three  deputy  ministers  responsible  for  the  administration  of  the  youth  justice  system:  the 
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Office  of  the  Public  Trustee,  the  Family  Support  Plan,  the  Victim/Witness  Assistance  Program, 
the  Criminal  Injuries  Compensation  Board,  and  the  Supervised  Access  Program)  are  located  in 
different  divisions  with  different  reporting  relationships. 

The  Official  Guardian's  Office  and  the  Office  of  the  Public  Trustee  are  currently  located  in 
the  Civil  Law  Division  and  report  administratively  to  the  Assistant  Deputy  Attorney  General  - 
Civil  Law.  The  Family  Support  Plan  is  situated  within  the  Courts  Administration  Division  and 
the  Victi m/Witness  Assistance  Program  is  in  the  Criminal  Law  Division.  The  Criminal  Injuries 
Compensation  Board  reports  administratively  to  the  Finance  and  Administration  Division,  and 
the  Supervised  Access  Program  is  located  in  the  Policy  Development  Division. 


Organizational  Directions 

=*  a  new  Division,  to  be  named  the  Social  Justice  Services  Division,  will  be  created  to 
oversee  the  delivery  of  social  justice  services  to  vulnerable  clients  and  will  include: 

•  the  Official  Guardian's  Office  (to  be  renamed  the  "Office  of  the  Children's 
Lawyer") 

•  the  Office  of  the  Public  Trustee  (which  will  become  the  Office  of  the  Public 
Guardian  and  Trustee) 

•  the  Family  Support  Plan 

•  the  Supervised  Access  Program 

•  the  Accountant  of  the  Ontario  Court 

=*  the  new  Division  will  have  a  Program  Support  Branch  which  will  include  common 
program  supports  such  as  human  resources,  financial  administration,  training, 
operational  policy,  systems  and  communications 

=>  the  Head  of  the  new  Division  will  be  the  Public  Guardian  and  Trustee,  an  Order-in- 
Council  appointee,  at  the  Assistant  Deputy  Minister  level,  and  will  be  a  member  of 
the  Senior  Management  Committee 

=>  the  Victim/Witness  Assistance  Program  will  remain  in  the  Criminal  Law  Division 
because  of  the  need  for  program  staff  to  work  in  close  coordination  with  Crown 
Attorneys 

=>  the  Criminal  Injuries  Compensation  Board  will  not  be  part  of  the  new  Division,  but 
will  be  transferred  to  the  Criminal  Law  Division.  Co-location  in  the  Criminal  Law 
Division  with  the  Victim/Witness  Assistance  Program  will  provide  a  common  focus  on 
victims'  issues 


Creating  a  new  Division  for  the  ministry's  social  justice  programs  was  a  central 
recommendation  of  the  Report  of  the  Social  Justice  Review  and  will  provide  both  a  distinctive 
profile  for  the  ministry  to  vulnerable  clients  and  the  community  and  a  strong  focus  on  providing 
high  quality  client  service.  The  new  Division  will  also'  ensure  that  vulnerable  client  services  are 
represented  by  one  Division  Head  and  given  a  distinctive  voice  at  Senior  Management 
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The  creation  of  the  Office,  with  accountability  to  the  three  deputy  ministers  responsible  for 
the  administration  of  the  youth  justice  system,  is  responsive  to  Direction  5  of  the  Strategic  Plan 
and  the  need  to  increase  cooperation  and  collaboration  through  partnerships  with  other 
ministries. 


2.  Delayering,  Span  of  Control  and  Innovative  Management  Techniques  (Tab  D,  p.41) 

In  addition  to  implementing  the  organizational  directions  relating  to  the  ministry's  regional 
structure  and  Head  Office  divisions,  the  ministry  will  be  participating  in  a  "delayering"  exercise 
which  will  involve  identifying  opportunities  for  "increased  spans  of  control"  and  "innovative 
management  techniques". 

"Delayering"  is  a  government  initiative  which  involves  creating  an  organization  with  fewer 
layers  of  decision-making  and  supervision  between  the  front-line  and  the  Deputy  Minister. 
During  the  strategic  planning  consultation  process,  ministry  employees  expressed  concern  about 
the  number  of  management  layers  in  the  ministry.  They  commented  that  some  layers  served  as 
an  impediment  to  timely  decision-making,  employee  empowerment  and  good  client  service.  At 
present,  the  number  of  layers  in  our  ministry  varies  from  four  to  nine. 

Delayering  is  closely  related  to  both  an  increased  span  of  control  and  to  innovative 
management  techniques.  "Span  of  Control"  refers  to  the  number  of  employees  supervised  by 
a  particular  manager.  Generally  speaking,  delayering  should  result  in  an  increased  span  of 
control.  In  order  to  make  delayering  and  an  increased  span  of  control  work  effectively, 
innovative  management  techniques,  such  as  "self-managed  work  teams"  are  often  used.  Through 
the  use  of  such  techniques,  a  larger  number  of  people  can  be  managed  by  one  supervisor.  Self- 
managed  work  teams,  which  are  currently  in  operation  in  the  Courts  Administration,  Civil  Law, 
and  Policy  Development  Divisions,  shift  traditional  management  functions  to  the  members  of  the 
team  who  work  together  to  complete  certain  tasks  and  are  jointly  accountable  for  the  work 
product. 

The  ministry's  organizational  directions  with  respect  to  delayering,  span  of  control  and 
innovative  management  techniques  are  summarized  below: 


Organizational  Directions 

=>  5  layers  (from  the  front-line  to  the  Deputy  Attorney  General  inclusive)  has  been  set 
as  a  general  standard 

=>  Divisions,  Programs  and  Offices  with  more  than  5  layers  will  be  required  to  prepare 
plans  demonstrating  how  they  will  achieve  the  standard  in  the  coming  year 

=>  deviation  from  the  standard  will  only  be  allowed  in  exceptional  circumstances  and 
must  be  justified 

=>  as  part  of  the  delayering  exercise,  ministry  offices  will  be  asked  to  implement,  with 
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Deputy  Attorney  General;  the  Deputy  Solicitor  General  and  Deputy  Minister  of  Correctional 
Services;  and  the  Deputy  Minister  of  Community  and  Social  Services. 


Organizational  Directions 

=>  the  Office  will  maintain  close  links  to  policy  and  operational  areas  of  the  youth 
justice  ministries  through  regular  meetings  with  a  committee  of  policy  and  operational 
ADMs  from  those  ministries 

=>  it  will  enable  the  various  components  of  the  youth  justice  system  to  work  together 
more  effectively,  and  will  facilitate  increased  cooperation  and  collaboration  through 
partnerships  with  the  other  ministries  responsible  for  the  youth  justice  system 

=>  the  Office  will  be  attempting  to  bring  about  the  following  outcomes: 

®  more  effective  police,  Crown,  and  judicial  practices  that  reduce  pressure  on  the 
youth  justice  system;  more  specifically,  the  changed  practices  should  result  in: 
police  charging  alternatives  for  minor  offences 
implementation  of  alternative  measures 
reduced  court  delay 
less  use  of  pre-trial  detention 

reduced  use  of  custody  for  non-violent,  property  offenders 

•  changes  to  federal  law  and  policy  to  address  Ontario's  concerns 

•  greater  awareness  among  the  public,  the  media,  and  justice  officials  about  the 
realities  of  the  youth  justice  system  and  youth  crime,  through  public  education 
and  the  dissemination  of  accurate  information 

•  integration  of  service  delivery  practices  between  Phase  I  and  Phase  II  youth 
correctional  services  leading  to  equality  of  treatment  for  the  two  age  groups  of 
offenders 

•  the  gradual  removal  of  young  offenders  from  adult  correctional  facilities 

•  a  youth  justice  system  that  deals  well  and  efficiently  with  violent  youth  crime 

•  a  strategy  for  the  prevention  of  youth  crime 

•  greater  use  of  alternatives  to  the  formal  youth  justice  process  for  young  offenders 
who  engage  in  less  serious  crime,  including  improved  access  to  the  broader  range 
of  children's  and  youth  services 


Creating  an  Office  of  Youth  Justice  was  a  recommendation  of  the  Justice  Review  Project  and 
addresses  the  need  for  a  comprehensive,  coordinated  approach  to  Ontario's  youth  justice  system. 
Prior  to  the  creation  of  the  Office,  there  was  no  mechanism  in  place  to  manage  effectively  the 
youth  justice  system,  to  respond  in  a  coherent  manner  to  system-wide  problems  (such  as 
backlogged  courts  and  over-use  of  custody  facilities)  or  to  develop  a  strategy  that  deals 
specifically  with  youth  crime. 
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staff  involvement,  innovative  management  techniques  appropriate  for  their  workplace; 
offices  that  currently  have  such  management  techniques  in  place  will  continue  to 
monitor  and  evaluate  them 


As  noted  above,  delayering,  increasing  the  span  of  control  and  the  use  of  innovative 
management  techniques  provide  the  opportunity  to  eliminate  administrative  inefficiencies, 
improve  service  delivery  and  provide  staff  with  greater  control  over  their  work.  Implementation 
will  begin  immediately. 

Where  appropriate,  delayering  and  the  use  of  innovative  management  techniques  will  be 
incorporated  in  other  ministry  organizational  directions,  such  as  the  creation  of  the  new  Social 
Justice  Services  Division  and  the  Finance  and  Administration  Division's  role  transformation. 
Those  parts  of  the  ministry  not  affected  by  such  organizational  change  will  be  required  to  report 
to  their  Division  FHead  by  September,  1994  with  an  appropriate  plan  for  meeting  the  delayering 
standard  and  for  incorporating  innovative  management  techniques  into  their  operation. 
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Ministry  Directions 

Implementation  Process 

Implementation 

Timeframe 

A.  MINISTRY  EXERCISES 

1.  Strategic  Planning 

LEAD:  Executive  Coordinator, 

Strategic  Planning  Office; 
Implementation  Planning  Team 

•  implement  the  goals  and  actions  of  the  5 

•  Implementation  Planning  Team  to 

•  implementation 

Directions  of  the  Strategic  Plan: 

prepare  detailed  implementation 

plans  to  be 

1 .  Improve  service  to  our  clients  and  the 

plans  with  respect  to  actions  under 

finalized  and 

public 

the  Directions,  concentrating  on  first 

approved  by  early 

2.  Create  an  environment  of  openness,  trust 

4  Directions 

Summer,  1  994  and 

and  respect 

then  distributed  to 

3.  Demonstrate  a  commitment  to 

ministry  offices 

employees  and  their  development 

4.  Give  employees  the  tools  to  do  the  job 

•  for  Direction  5  see  Part  B, 

5.  Develop  a  structure  to  support  the  work 

Organizational  Directions 

we  do 

•  once  plans  are  finalized,  ministry 

•  ministry  offices 

offices  will  be  asked  to  implement 

will  report  back  on 

and  report  back  on  progress 

progress  within 
timeframe  set  out 
in  the 

implementation 

plans 

Summary,  Page:  1 
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Implementation  Process 

Implementation 

Timeframe 

2.  Social  lustice  Review 

LEAD:  Social  lustice  programs:  ADM- 
Criminal  (for  Victim/Witness;  CICB) 

•  social  justice  programs  [Official  Guardian 
(OG),  Public  Trustee  (PT),  Family  Support 

Plan  (FSP),  Supervised  Access,  Victim/Witness 
and  Criminal  Injuries  Compensation  Board 
(CICB)]  to  implement  operational 
recommendations  of  the  Review  relating  to, 
for  example:  standards  for  service  delivery; 
public  education/outreach;  accessibility; 
client  input;  creation  of  Advisory  Committees; 
training;  ongoing  evaluation  of  service 
delivery;  and  cost  effectiveness 

•  social  justice  programs  are  in 

process  of  implementing  operational 
recommendations 

•  underway 

•  as  recommended,  a  new  Division,  the  Social 

•  basic  structure  designed;  Social 

•  Social  Justice 

Justice  Services  Division,  will  be  created  for 

Justice  Services  Division  programs 

Services  Division 

OG,  PT,  FSP,  Supervised  Access  program  and 
Accountant  of  the  Ontario  Court;  (the 
Accountant  is  being  transferred  to  the  new 
Division  because  of  its  close  association  with 
the  OG's  Office  and  similarity  of  function  to 
the  PT's  Office  with  respect  to  client  trust 
accounts) 

to  finalize  details  of  structure 

to  be  in  place  by 
August,  1  994; 
Supervised  Access 
program  to  be 
transferred  once 
long  term  direction 
of  program  has 
been  determined 

•  Victim/Witness  Assistance  Program  will 
remain  in  the  Criminal  Law  Division 

(no  later  than  the 

Fall,  1994) 

•  Criminal  Injuries  Compensation  Board  will  be 
transferred  to  the  Criminal  Law  Division 
where  together  with  the  Victim/Witness 
Assistance  program  will  provide  a  focus  on 
victims'  issues 

•  CICB  to  be 

transferred  by  July, 
1994 
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Ministry  Directions 

Implementation  Process 

Implementation 

Timeframe 

3.  Official  Guardian  Strategic  Review 

LEAD:  Official  Guardian 

Phase  1  -  "Personal  Rights" 

•  Phase  1:  has  been  completed; 

Courts  of  lustice  Act  is  being 

®  completed 

•  provide  Official  Guardian  (OG)  with 

amended  to  provide  OG  with 

discretion  with  respect  to  caseload  intake 

®  change  name  to  "Office  of  the  Children's 
Lawyer  of  Ontario" 

•  prepare  guidelines  and  criteria  for  caseload 
intake 

discretion  with  respect  to  caseload 

•  upgrade  information  technology  system 

•  clarify  role  of  OG  lawyers  in  representing 

•  "Role  of  Child's  Counsel"  has  been 

•  completed 

children 

•  prepare  public  education  materials 

published 

•  increased  training  of  professional  staff 

Phase  2  -  "Property  Rights" 

•  Phase  2:  Committee  will  be 

•  final  report  to  be 

established  to  prepare  a  report  for 

prepared  by  early 

•  implement  cost  saving  strategies  and  ways  to 
improve  "property  rights"  service  delivery 

the  Deputy 

Fall,  1994 
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Ministry  Directions 

Implementation  Process 

Implementation 

Timeframe 

4.  Public  Trustee  -  Operational  Review 

LEAD:  Office  of  the  Public  Trustee 

®  Phase  1  -  non-structural  changes  to  the  Office 
designed  to  improve  client  service,  including: 

=>  hiring  of  new  staff 

=>  relocation  of  office  to  more  appropriate  and 
accessible  premises 

•  the  Office  is  in  the  process  of 
implementing  client  service 
improvements 

•  underway  and 
ongoing;  many 
improvements 
have  already  been 
made 

=>  retention  of  professional  property 
management  company 

=»  improved  client  service  practices  and 

procedures  in  such  areas  as  investigation  and 
auctioning  of  client  assets 

=>  creation  of  "backlog  teams"  to  review  all 
client  files  and  close-out  those  that  have  been 
finalized 

=>  improved  training  and  development  of  staff 

=>  increased  involvement  of  staff  in  decision¬ 
making  and  policy  development  through 
regular  staff  meetings,  delegation  of  decision¬ 
making  authority  and  creation  of  staff 
advisory  committees 

=>  increased  communication/  consultation  with 
external  stakeholders 

•  Phase  2  -  restructuring  the  Office  to  provide 
better  client  service 

•  Office  is  in  the  process  of  reviewing 
its  internal  organization  in 
coordination  with  the  Substitute 
Decisions  Project 

•  to  be  completed 
by  end  of  1 994 
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Ministry  Directions 

Implementation  Process 

Implementation 

Timeframe 

5.  Public  Trustee  -  Substitute  Decisions  Project 

LEAD:  Office  of  the  Public  Trustee 

•  plan  for  the  implementation  of  the  new 
Substitute  Decisions  Act  and  coordinate  the 
expansion  of  the  existing  Office  of  the  Public 
Trustee  to  accommodate  the  Office's  new 
functions  relating  to  "personal  care"  decision¬ 
making  on  behalf  of  mentally  incompetent 
adults 

•  a  broadly  based  project  team  is 
steering  the  process,  assisted  by  an 
Advisory  Committee 

=>  Phase  One: 

establishment  of  a  strategic  plan  and 
statement  of  principles  to  guide  the  new 
program 

•  underway,  to  be 
completed  shortly 

development  of  program  and  operational 
policies  and  procedures 

drafting  of  regulations 

planning  for  a  capacity  assessment 
system 

review  of  programs  in  other  jurisdictions 

demographic  analysis  of  potential 
caseload  and  development  of  an 
organizational  and  regional  service 
delivery  model  for  the  new  program 

development  of  ways  to  educate 
stakeholders  about  the  new  law 

=>  Phase  Two: 

recruiting  and  training  staff 

arranging  office  space, 
telecommunications,  and  systems 
technology 

preparing  for  the  program  launch 

•  Spring,  1 994  - 
January  1995 

•  Report  to  Cabinet 
and  Treasury 

Board  for  final 
approval  on 
program  design  - 
June  1  994 

setting  up  the  capacity  assessment  system 

filing  of  the  regulations  under  the  Act 

training  and  public  education 

•  Proclamation  - 
January  1995 
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Ministry  Directions 

Implementation  Process 

Implementation 

Timeframe 

6.  Civil  Law  Program  Review 

•  Business  Advisory  Branch 

LEAD:  ADM-Civil  Law  Division 

creation  of  non-legal  support  group 

•  Clustering  of  Branches 

•  internal  reallocation  of  staff  & 

resources 

•  within  3  months 

grouping  of  some  legal  branches  based 
on  similar  interests 

•  Practice  Groups 

•  legal  directors  to  develop 
operational  protocol 

•  within  3  months 

groups  of  lawyers  and  staff  dedicated  to 
discrete  area  of  law 

•  10%  Reserve  on  Resources 

•  labour  relations  pilot  project 
implementation  underway;  other 
practice  groups  to  be  considered 
over  next  1 2  months 

•  within  1 2  months 

commitment  to  make  available  up  to 

10%  of  staff  expertise  to  address 
priorities,  special  projects 

•  2%  Surcharge  for  Infrastructure 

•  Business  Advisory  Branch  to 
oversee 

•  within  3  months 

client  ministries  to  earmark  2%  of  budget 
to  fund  client  service  initiatives 

•  Administrative  and  Management 

Improvements 

•  Business  Advisory  Branch  to 
oversee 

•  within  3  months 

including  expansion  of  self-directed  work 
teams,  improved  communications  links, 
more  rigorous  scrutiny  of  private  sector 
retentions,  better  use  of  non-legal  staff 

•  Business  Advisory  Branch  to 
oversee 

•  underway 
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Ministry  Directions 

Implementation  Process 

Implementation 

Timeframe 

7.  Employment  Systems  Review  (ESR) 

LEAD:  ADM-Finance  and 

Administration  Division;  ESR 
Implementation  Team;  Advisory 
Committee 

•  implement  the  recommendations  of  the  ESR, 

•  ADM-Finance  and  Administration 

•  Implementation 

including: 

=>  ensuring  that  the  work  environment  is  a  more 

Division  will  oversee  the 
implementation  of  the 
recommendations 

Plan  to  be  in  place 
in  May,  1  994 

open,  accessible  and  supportive  climate  for  a 

diverse  workforce 

=>  making  improvements  to  the  workplace 

•  ESR  Implementation  Team  to 
prepare  detailed  implementation 
plan 

discrimination  and  harassment  complaints 

process 

•  broad-based  Advisory  Committee 
will  participate  actively  in  the 

*  Advisory 

Committee  to  be 

=*  holding  competitions  for  all  positions  (subject 
to  redeployment  policies) 

implementation  process 

•  Implementation  Team  and  Advisory 

constituted  in  May, 
1994 

=>  providing  all  staff  with  equity  training 

Committee  will  report  regularly  to 
Human  Resources  Planning 

•  majority  of 

Report's 

=>  ensuring  performance  management  is 

Committee,  a  subcommittee  of 

recommendations 

practised  for  all  employees,  including  annual 
performance  appraisals  and  career 

SMC,  on  status  of  implementation 

to  be  implemented 
by  end  of  1  994 

development  plans 

=>  ensuring  that  "barrier-free  access"  is  a 
mandatory  feature  in  all  facilities  planning 
and  alterations 
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Ministry  Directions 

Implementation  Process 

Implementation 

Timeframe 

B.  ORGANIZATIONAL  DIRECTIONS 

.  ~ 

The  Field 

LEAD:  Division  Heads 

1.  Regionalization 

®  maintain  the  8  regions;  move  decision 

•  Divisions  to  identify  appropriate 

•  ini  994,  will 

making  as  much  as  possible  to  the 

functions  to  be  decentralized 

strengthen  the 

regions  and  support  it 

foundation  to 

•  pilot  regional  delivery  of  civil  legal 

•  ADM-Civil  to  lead;  working  group 

support  greater 
decentralization  of 
appropriate 
functions 

•  working  group  to 

services 

to  be  constituted  to  design  one  or 

be  in  place  by  Fall, 

more  pilot(s) 

1  994;  final  report 

by  end  of  1 994; 

•  look  at  moving  decision-making  down  to 

•  ADM-Criminal  and  ADM-Courts  to 

pilot(s)  to  be  in 
place  in  1 995 

•  working  group  to 

local  level  over  longer  term 

lead;  special  working  group  to  be 

be  in  place  shortly; 

constituted  to  advise  on  long-term 

to  report  by  end  of 

direction  of  "localization" 

1994 

2.  Regional  Management  Model 

LEAD:  ADM-Criminal;  ADM-Courts; 

®  Integrated  Regional  Management  Model: 

ADM-Finance  and  Administration 

•  working  group  to  be  constituted  to 

•  working  group  to 

1  Regional  Director  (Criminal);  1 

work  out  details  of  the  model 

be  in  place  shortly; 

Regional  Director  (Operations);  and  with 

to  report  by 

Corporate  Services  Unit  supporting  both 

..September,  1994 

Regional  Directors 

•  new  model  to  be 
implemented  in 

Fall,  1994 
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Implementation  Process 

Implementation 

Timeframe 

Head  Office 

1.  Civil  Law  Division 

=>  Service  Delivery  Changes 

•  Business  Advisorv  Branch 

LEAD:  ADM-Civil  Law  Division 

-  creation  of  non-legal  support  group 

•  Clustering  of  Branches 

•  internal  reallocation  of  staff  & 

resources 

•  within  3  months 

-  grouping  of  some  legal  branches 
based  on  similar  interests 

•  Practice  Groups 

•  legal  directors  to  develop 
operational  protocol 

•  within  3  months 

-  groups  of  lawyers  and  staff  dedicated 
to  discrete  area  of  law 

•  10%  Reserve  on  Resources 

•  labour  relations  pilot  project 
implementation  underway;  other 
practice  groups  to  be  considered 
over  next  1 2  months 

•  within  1 2  months 

-  commitment  to  make  available  up  to 
10%  of  staff  expertise  to  address 
priorities,  special  projects 

•  2%  Surcharge  for  Infrastructure 

•  Business  Advisory  Branch  to 
oversee 

®  within  3  months 

-  client  ministries  to  earmark  2%  of 
budget  to  fund  client  service 
initiatives 

•  Mergers 

•  Business  Advisory  Branch  to 
oversee 

•  within  3  months 

-  combining  2  or  more  legal  branches 

•  Administrative  and  Management 
Improvements 

•  discussions  with  deputy  ministers 
and  legal  directors  affected  on-going 

•  first  merger  to 
occur  within  3 
months;  others  to 
be  studied  over  the 
coming  months 

-  including  expansion  of  self-directed 
work  teams,  improved 
communications  links,  more  rigorous 
scrutiny  of  private  sector  retentions, 
better  use  of  non-legal  staff 

=>  Other  Changes 

•  Business  Advisory  Branch  to 
oversee 

•  underway 

transfer  OG  and  PT  to  new  Social  Justice 
Services  Division 

•  see  Social  Justice  Services  Division 

•  August,  1994 
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Implementation 

Timeframe 

design  and  implement  one  or  more  pilot 
projects  for  the  delivery  of  civil  legal 
services  by  ministry  lawyers  on  regional 
basis 

•  working  group  to  be  constituted  to 
design  pilot(s) 

•  working  group  will 
be  constituted  by 
the  Fall,  1994; 
pilot(s)  in  place  by 
1995 

- 

Constitutional  Law  Division  to  be 
reunited  with  Civil  Law  Division  as 

Crown  Law  Office  -  Constitutional 

•  to  be  reunited  by 
June,  1994 

2.  Constitutional  Law 

LEAD:  ADM-Civil  Law  Division 

• 

to  be  reconstituted  as  the  Crown  Law 
Office  -  Constitutional,  a  branch  of  the 
Civil  Law  Division  headed  by  a  Director 
reporting  to  ADM-Civil 

•  the  Director  will  assume 

responsibility  for  implementing 
organizational  directions,  including 
strengthening  the  relationship  with 
Criminal  Law 

*  to  become  a 

Branch  of  Civil 

Law  by  June,  1 994 

•  internal  changes  to 
be  finalized  by 

Fall,  1994 

• 

the  Director  will  maintain  a  position  on 
the  Litigation  Issues  Committee  reporting 
to  Senior  Management  Committee 

• 

the  Constitutional  Coordinating 

Committee  (CCC),  which  provides  a 
forum  for  consultation  on  constitutional 
issues,  will  take  on  greater  responsibility 
for  ensuring  that  there  is  appropriate 
interdivisional  input  into  specific 
constitutional  issues 

• 

consistency  of  approach  on 
constitutional  issues  will  be  ensured  with 
Criminal  Law  Division  in  part  through 
ongoing  secondments  and  discussion  of 
issues  at  CCC 
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Implementation 
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3.  Courts  Administration  Division 

LEAD:  ADM-Courts  Administration 
Division 

•  transfer  Family  Support  Plan  (FSP)  to  new 

Social  Justice  Services  Division 

•  FSP  to  be 
transferred  by 

August,  1994 

•  new  Division  to  be 
in  place  by 

August,  1  994 

•  develop,  in  collaboration  with  the  Criminal 

Law  and  Finance  and  Administration 

Divisions,  an  Integrated  Regional 

Management  Model:  1  Regional  Director 
(Criminal);  1  Regional  Director  (Operations); 
and  with  Corporate  Services  Unit  supporting 
both  Regional  Directors 

•  working  group  to  be  constituted  to 
work  out  details  of  the  model 

®  working  group  to 
report  by 

September,  1994; 
model  to  be 
implemented  in 
the  Fall,  1  994 

•  the  Division  and  the  Chief  Judge  of  the 
Provincial  Division  will  continue  to  refine 
their  respective  roles  and  responsibilities 
pursuant  to  the  Memorandum  of 

Understanding  (MOU)  entered  into  in  June, 
1993 

•  MOU  with  the  Provincial  Division 
is  in  place 

•  MOU  is  in  place 

•  pursue  similar  MOUs  with  the  General 

Division  and  Court  of  Appeal 

•  discussions  with  the  Chief  Justices 
are  underway 

•  underway 
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4.  Criminal  Law  Division 

LEAD:  ADM-Criminal  Law  Division 

(a) 

Director  of  Criminal  Prosecutions  (DCP) 

•  ADM-Criminal  is  in  process  of 
implementing 

•  to  be  in  place  by 
June,  1  994 

•  incorporate  function  performed  by 

DCP  into  Crown  Law  Office  - 
Criminal  together  with  secondments 
from  field  offices;  Coordinating 
Committee  chaired  by  the  Director  of 
the  Crown  Law  Office  -  Criminal  and 
including  2  Regional  Directors,  Chief 
Counsel  of  Special  Investigations  and 
senior  prosecutor  to  assign  cases 

•  the  Crown  Law  Office  -  Criminal  is 
conducting  an  internal  restructuring  to 
incorporate  these  and  other  changes 

(b) 

Director  of  Public  Prosecutions  Model 

(DPP) 

•  consider  whether  Criminal  Law 

Division  should  become  more 
independent  of  the  ministry  by 
establishing  a  "DPP"  model  of 
prosecution  service 

•  issue  to  be  considered  by  working 
group  which  will  work  together 
with  "localization"  working  group 
under  a  common  project  director 

•  special  working 
group  to  be  in 
place  by  June, 

1  994  and  to  report 
by  end  of  1  994 

(c) 

Criminal  Injuries  Compensation  Board 

•  move  CICB  to  Criminal  Law  Division 
to  create  focus  on  victims'  issues 

•  CICB  to  be  moved 
to  Criminal  Law 
Division  by  July, 
1994 
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5.  Finance  and  Administration  Division 

LEAD:  ADM-Finance  and 

Administration  Division 

®  the  Division  will  undergo  a  role 

®  implementation  process  will 

•  the  role 

transformation  that  will  result  in: 

include: 

transformation  will 

occur  this  year 

=>  delegation  or  "decentralization"  of 

(i)  strengthening  the  foundation  to 

appropriate  finance  and  administration 

support  the  role  transformation, 

•  an  overall 

functions  to  the  program  areas,  including 

including: 

implementation 

the  regional  offices 

plan  will  be 

®  deciding  which  functions  to 

developed  by  June, 

=»  increased  decision-making  ability  of 

delegate 

1994 

front-line  staff 

•  ensuring  that  the  necessary  tools 

(e.g.  computer  networks)  are  in 

=>  a  Head  Office  Division  that  provides 

place 

consistent  policies,  common  standards 

•  training  staff  to  assume  new 

and  specialized  advice  to  the  program 

responsibilities 

areas,  including  the  regional  offices 

®  ensuring  that  overall  standards 

and  procedures  are  in  place 

=>  a  more  client-focused  organization  that  is 

(ii)  creating  a  more  client-focused 

responsive  to  the  needs  of  the  ministry 

organization,  including  broad 

and  program  areas 

consultation  with  staff  to 

determine  client  needs 

•  the  Division  will  be  renamed  the  "Corporate 

Services  Division"  to  reflect  the  full  range  of 

corporate  services  it  provides 

•  the  Equity  Offices  have  been  co-located  in 

(iii)  internal  structural  changes, 

•  the  Equity  Offices 

the  Division  and  an  "integrated  equity 

including  changes  to  be  made 

were  transferred  in 

strategy"  is  being  developed 

within  the  next  4  months,  and 

April,  1  994 

possible  additional  changes, 

•  the  Research  and  Evaluation  Unitwill  be 

which  will  be  determined  within 

•  the  Research  and 

transferred  to  the  Policy  Division 

the  next  8  months 

Evaluation  Unit 

will  be  transferred 

•  the  Criminal  Injuries  Compensation  Board 

in  June,  1994 

(CICB)  will  be  transferred  to  the  Criminal  Law 

Division 

•  CICB  will  be 

transferred  by  July, 

•  the  Accountant  will  be  transferred  to  the  new 

1994 

Social  Justice  Services  Division 

•  the  Accountant 

will  be  transferred 

by  August,  1  994 
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Implementation 

Timeframe 

6.  French  Language  Services  Branch  (FLS 

LEAD:  ADM-F&A  Division;  Policy 

Branch),  Aboriginal  issues  Group  and  Equity 

Offices 

Division  Head;  Equity  Council 

(a)  Short-Term  Direction 

•  Equity  Offices 

•  Equity  Offices  [Workplace 

were  transferred  to 

Discrimination  and  Harassment 

the  F&A  Division 

Prevention  (WDHP),  Anti-Racism, 
Employment  Equity  (EE)]  have  been 
commonly  situated  in  Finance  and 
Administration  Division  (F&A)  to 
increase  coordination  and  linkages 
between  them  and  to  facilitate  the 
development  of  an  equity  "vision" 

in  April,  1994 

•  FLS  Branch  to  remain  in  F&A; 
implement  FLS  Action  Plan; 
restructure  French  Language  Services 
Council;  reactivate  A.G's  Advisory 
Committee  on  FLS 

•  Aboriginal  Issues  Group  to  remain  in 
Policy 

•  underway 

•  Equity  Council  has  been  created 

•  Equity  Council  in 

(which  includes  WDHP,  Anti-Racism, 
EE,  Aboriginal  Issues  Group  and  FLS 
Branch)  to  support  coordination  of 
equity  issues  and  implement  long 
term  direction 

place  April,  1 994 

•  create  local  Equity  Committees 

•  Equity  Council  to  consider 

•  Equity  Council  to 

appropriate  implementation 

report  to  SMC  by 

•  train  staff;  ensure  there  is  equity 
expertise  throughout  the  ministry 

(b)  Long-Term  Direction 

timeframe  for  local  Equity 

Committees 

June,  1994 

•  equity  issues,  delivery  of  French 

•  Equity  Council  to  consider 

•  Equity  Council  to 

language  services,  and  support  to 

appropriate  implementation  process 

report  to  SMC  by 

aboriginal-specific  programs  to  be 

and  timeframe/action  plan  for  long- 

the  Fall,  1 994 

responsibility  of  all  ministry  staff  and 

term  direction 

not  primary  responsibility  of 
specialized  Head  Office  units 
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Implementation  Process 

Implementation 

Timeframe 

7.  Legal  Research  Group 

®  a  Legal  Research  Group  will  be 

•  a  small  staff  working  group  will  be 

®  staff  working  group 

established  to  specialize  in  legal  research 

constituted  to  address  organizational 

to  be  constituted 

for  the  ministry 

and  other  issues 

shortly  and  to 
report  in  the 

Summer,  1  994 

•  Legal  Research 

Group  to  be  in 
place  by  Fall,  1 994 

8.  Policy  Development 

LEAD:  Policy  Division  Head,  in 
consultation  with  other  ADMs 

•  Policy  Division  to  include  Strategic 

•  Research  and 

Planning,  Research  and  Evaluation,  and 

Evaluation  to  be 

Aboriginal  Issues  Group 

moved  to  Policy  in 
June,  1  994 

•  Strategic  Planning 
to  be  made 
permanent  and 
moved  to  Policy  in 
Fall,  1994 

•  Workplace  Discrimination  and 

Harassment  Prevention  Office  (WDHP 

•  WDHP  Office  was 

Office)  has  been  transferred,  with  other 

transferred  in 

Equity  Offices,  to  the  Finance  and 

April,  1994 

Administration  Division 

•  Supervised  Access  Program  to  be 

transferred  to  new  Social  Justice  Services 

•  Supervised  Access 

Division 

Program  will  be 
transferred  once 
long  term  direction 
is  determined,  no 
later  than  the  Fall, 
1994 

•  create  Ministry  Policy  Committee  to 

•  Divisions  will  canvass  their  staff  to 

oversee  corporate  policy  agenda  as 

identify  persons  for  the  Committee 

•  Ministry  Policy 

subcommittee  of  SMC  with  broad 

Committee  to  be 

representation  from  across  the  ministry 

in  place  in  June, 

1994 

Summary,  Page:  15 
New  Directions,  May  1 994 


Ministry  Directions 
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Implementation 

Timeframe 

9.  Senior  Management  Committee  (SMC) 

LEAD:  SMC 

•  to  be  reconstituted  as  a  more  streamlined 
committee,  with  more  of  the  detailed 
decision-making  being  done  through 

SMC  sub-committees  including: 

=>  Corporate  Information  Technology 
Committee  (CITC) 

•  CITC,  ILIC,  HRPC  and  Equity 

Council  are  in  place;  creation  of 

Policy  Committee  underway 

•  CITC,  ILIC,  HRPC 
and  Equity  Council 
are  in  place;  Policy 
Committee  will  be 
in  place  in  June, 

1994 

=*  Interdivisional  Litigation  Issues 
Committee  (ILIC) 

=>  Policy  Committee 

=*  Human  Resources  Planning 

Committee  (HRPC) 

=>  Equity  Council 

•  administrative  changes  to  assist  in 
focusing  work 

•  underway 

•  underway;  revisit 
in  early  Fall  to  see 
if  more 

streamlined  role  is 
working 

10.  Social  lustice  Services  Division 

LEAD:  Social  lustice  Services  Program 
Heads 

•  new  Division  to  be  created  to  oversee 
delivery  of  ministry  services  to 
vulnerable  clients,  which  will  include 
Official  Guardian,  Public  Trustee  (to 
become  the  Public  Guardian  and 

Trustee),  Family  Support  Plan, 

Supervised  Access  and  the  Accountant  of 
the  Ontario  Court 

•  basic  structure  of  the  Division  has 
been  designed 

•  in  process  of  finalizing  details  of 
new  Division's  structure 

•  new  Division  to  be 
in  place  by 

August,  1  994 

•  Supervised  Access 
Program  will  be 
transferred  to  new 
Division  once  long 
term  direction  is 
determined,  no 
later  than  the  Fall, 
1994 
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Implementation  Process 

Implementation 

Timeframe 

11.  Strategic  Planning  Office 

LEAD:  Executive  Coordinator, 

Strategic  Planning;  Policy  Division 

Head 

•  to  be  made  permanent 

•  the  Office,  which  will  support  the  work 
of  SMC,  will  be  situated  within  the 

Policy  Division  and  report  to  the 

Division  Head 

•  Executive  Coordinator,  Strategic 
Planning  and  Policy  Division  Head 
to  consider  structure  of  office  and 
report  to  SMC 

•  permanent  Office 
to  be  in  place  and 
reporting  to  Head 
of  Policy  in  the 

Fall,  1994 

Other  Organizational  Directions 

1.  The  ludiciarv 

LEAD:  ADM-Courts  Administration; 
Chief  Judges 

•  the  ministry  and  the  Chief  Judge  of  the 
Provincial  Division  will  continue  to  refine 
their  respective  roles  and  responsibilities 
pursuant  to  the  Memorandum  of 

Understanding  (MOU)  entered  into  in  June, 
1993 

•  MOU  with  the  Provincial  Division 
is  in  place 

•  MOU  is  in  place 

•  pursue  similar  MOUs  with  the  General 

Division  and  Court  of  Appeal 

•  discussions  with  the  Chief  Justices 
are  underway 

•  underway 

•  co-chair  the  Civil  Justice  Review  with  the 
General  Division 

•  underway 

•  underway 

2.  The  Office  of  Youth  lustice 

LEAD:  Co-Directors,  Office  of  Youth 
Justice;  Deputy  AG,  Deputy  Solicitor 
General  and  Deputy  Minister  of 
Correctional  Services,  and  Deputy 
Minister  of  Community  and  Social 
Services 

•  the  Office  will  ensure  that  a 
comprehensive  and  coordinated 
approach  is  taken  to  Ontario's  youth 
justice  system,  and  will  provide 
leadership  and  a  focal  point  for 
addressing  young  offender  issues  in  the 
province 

•  in  place  as  of 

April  1,  1994 
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Implementation 

Timeframe 

3.  Delayering,  Span  of  Control  and  Innovative 

LEAD:  Division  Heads 

Management  Techniques 

•  5  layers  as  general  standard 

•  two-pronged: 

®  Divisions  with  more  than  5  layers  to  prepare 

(i)  where  appropriate,  to  be 

®  in  context  of  other 

plans  for  achieving  standard 

addressed  in  context  of  other 

restructuring 

restructuring  exercises  (e.g.  Social 

exercises 

®  ministry  offices,  with  staff  involvement,  to 

Justice  Services  Division;  F&A 

implement  innovative  management 

Division;  Civil  Law;  Constitutional 

techniques  as  part  of  delayering  exercise 

Law;  DCP;  etc.); 

(ii)  for  those  parts  of  ministry  not 

•  Offices  to  report 

subject  to  such  restructuring 

by  September, 

exercises,  Divisions  to  report  back 

1994 

to  Division  FHead  on  delayering 

plans  and  use  of  innovative 

management  techniques 

4.  Communicating  with  Employees/Ensuring 

LEAD:  Director,  Communications; 

Strong  Employees'  Voice 

Implementation  Planning  Team 

•  many  initiatives  designed  to  improve 

communications  already  underway  including: 

use  of  MAG/Net;  consolidation  of  newsletters 

in  Your  MAG  et  Vous;  expansion  of  E-mail 

services;  creation  of  SMC  subcommittees  with 

employee  representation;  increased  use  of 

interdivisional  project  teams 

®  an  Internal  Communications  Framework  is 

•  Communications  Branch  to  prepare 

•  Internal 

being  prepared  with  respect  to  the 

Communications  Framework 

Communications 

communication  of  information  within  the 

Framework  to  be 

ministry 

in  place  by  June, 

1994 

•  Implementation  Planning  Team  to 

•  Implementation 

consider  other  options 

Planning  Team  to 

provide  other 

options  by  early 

Summer,  1 994 
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Implementation  Process 


C.  CORPORATE  STRATEGIES 

1.  Corporate  Information  Technology  Strategy  LEAD:  ADM-Finance  and 

Administration  Division,  Corporate 
Information  Technology  Committee, 
Information  Technology  Integration 
Project 


Implementation 

Timeframe 


•  create  a  client-focused,  centralized 
technology  branch  with  the  overall 
responsibility  for  managing,  funding,  and 
supporting  ministry  information  technology  in 
an  equitable  way 


•  Information  Technology 

Integration  Project  is  underway; 
Project  Team  is  consulting  with  all 
Divisions  in  developing  options 
and  recommendations 


•  implementation  will 
be  underway  by 
June,  1  994 


«  expand  the  technology  infrastructure  to 
ensure  that  all  ministry  locations  can  be 
interconnected  by  computer  network 


•  Computer  and 

Telecommunications  Services 
Branch  has  lead  in  consultation 
with  all  ministry  offices 


•  by  end  of  1 995,  all 
ministry  offices  will 
be  interconnected 
by  computer 
network 


•  streamline  the  decision-making  process  for 
determining  corporate  technology  priorities 
and  decide  on  priorities 


•  ensure  that  information  technology  news  is 
disseminated  to  staff  in  a  timely,  effective  and 
focused  way 


•  process  has  been 
streamlined  and 

1  994  corporate 
priorities  are  being 
implemented 

•  communications 
strategy  is  in  place; 
information  is  being 
consolidated  in  one 
newsletter 


•  ensure  that  all  staff  receive  the  information 
technology  training  they  need 


•  training  strategy  is 
in  place  as  part  of 
Ministry  Training 
Framework 
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Implementation 

Timeframe 

2.  Ministry  Training  Framework 

Lead:  ABM-Finance  and 

Administration  Division;  Human 
Resources  Planning  Committee 

•  ensure  that  all  employees  receive  the  training 
they  need  to  do  the  job  and  that  training 
opportunities  are  equitable  and  cost  effective 

•  Human  Resources  Planning 

Committee  (HRPC)  to  have  overall 
responsibility  for  approving 
training  programs,  ensuring  that 
training  opportunities  are 
equitable,  cost-effective  and 
monitored  on  an  ongoing  basis 

®  HRPC  is  in  place 

•  4  types  of  training  will  be  made  available: 

=»  corporate  (including  employee 

orientation  programs,  core  management 
skills,  and  equity  training) 

•  Ministry  Education  Committee 
(MEC)  will  develop  a  multi-year 
corporate  education  and  training 
strategy  and  an  agenda  for 

1994/95 

•  MEC  is  in  place  and 
will  seek  HRPC 
approval  in  July, 

1994 

•  corporate  education 
and  training 
program  will  be 
operational  in  the 

Fall,  1994 

=>  team  learning  (small  groups  of 
employees  to  design  own  training 
programs  and  apply  for  funding) 

•  Team  Learning  Committee  will  be 
constituted  through  an  open 
competition  process  with 
responsibility  for  reviewing 
applications  and  making 
recommendations  to  HRPC  for 
funding 

•  Team  Learning 
Committee  will  be 
in  place  by  early 
Summer,  1 994 

•  team  learning 
program  will  be 
operational  in  the 

Fall,  1994 

=>  operational  training  (including 

professional  training,  technology  training) 

•  Divisions  to  prepare  annual 
training  plans  identifying 
operational  training  requirements 

•  Divisions  are 

currently  preparing 
plans  which  will  be 
submitted  to  MEC 
by  June,  1 994 

=>  individual  training  (limited  to  where 
individual  requires  specialized  training) 

•  Divisions  to  identify  individual 
training  requirements  in  annual 
training  plans 

•  Divisions  are 

currently  preparing 
plans  which  will  be 
submitted  to  MEC 
by  June,  1 994 

Summary,  Page:  20 
New  Directions,  May  1994 


[ 


r 


Ministry  Priorities  Document 


INITIATIVE 

DIVISION  (LEAD/ 
SUPPORT/CONTACT) 

DESCRIPTION 

1  ’ I.  EQUITY 

1 

(a)  Aboriginal  Issues 

Aboriginal  agenda 

PDD/  All  Divisions 

Contact:  Shin  Imai, 
326-4687 

Interdivisional  aboriginal  unit  established  and 
operating.  Work  underway  includes  initiatives  to 
increase  aboriginal  participation  in  community 
justice  issues,  community  consultation  on  range  of 
justice  issues,  development  of  legal  positions  to 
support  statement  of  political  relationship  and 
participation  in  a  strategy,  with  aboriginal  people, 
for  aboriginal  family  healing. 

(b)  Improve  services  to  Women,  Children  and  Families 

Abortion  harassment 

Constitutional/Civil,  PDD, 
Criminal,  Communications 
Contact:  Elizabeth 

Goldberg,  326-2624 

Initiatives  to  protect  women  seeking  abortions,  and 
service  providers,  from  harassment.  Awaiting 
decision  on  injunction  application. 

Family  Support  Plan 

Courts  Admin,  and  PDD / 
F&A,  Communications, 
Contact:  Craig  Perkins, 
326-4670 

Work  to  develop  non-legislative  ways  to  improve 
program  effectiveness  and  customer  service.  Work 
with  federal  government  to  identify  better 
enforcement  mechanisms. 

Gender  Bias 

All  Divisions 

Contact:  SMC  members 
or  designates 

Ongoing  review  and  implementation. 

Family  Law  Reforms 

PDD 

Contact:  -Tina  Hupman, 
326-2482;  Sarah  Kraicer, 
326-2518;  Rachele 

Dabraio,  326-2481;  Allan 
Shipley,  326-2512 

Review  &  respond  to  OLRC  recommendations  re: 
property  and  pensions.  Review  evaluation  of 
supervised  access  program,  expected  this  spring. 
Review  family  mediation  evaluation  and  develop 
Ministry  position  on  place  of  mediation  in  family 
court  system.  Work  with  federal  government  on  its 
child  support  guidelines  initiative. 

(c)  Anti-Racism  Initiatives 

Special  Investigations  Unit 

Criminal/PDD, 
Communications,  F&A, 
Constitutional  Law  and 
Policy 

Contact:  Michael  Code, 
326-2616 

Improve  SIU  in  response  to  Auditor's  report. 

Review  mandate  and  other  protocol  issues  through 
committee  led  by  Michael  Code  and  composed  of 
police  officers,  chiefs  and  community  members. 

Ontario  Commission  on  Systemic 
Racism  in  the  Justice  System 

Criminal  and  PDD/ 
Communications 

Contact:  Marie  Moliner, 
326-2504 

Supporting  work  of  Inquiry,  response  to  report 
when  released. 

Requires  legislation 

To  be  completed  within  6  months 
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INITIATIVE 

DIVISION  (LEAD/ 
SUPPORT/CONTACT) 

DESCRIPTION 

juries  Act 

Criminal/Courts  Admin., 
PDD,  Constitutional  Law 
Contact: 

Support  litigation  strategy  and  respond  to  court 
decisions  on  composition  of  juries. 

Anti-Racism  unit 

Anti-Racism  Unit 

Contact:  Tracy  Williams- 
Shreve,  326-1853 

Educational  and  training  programs  include 
curriculum  development,  establishment  of  strategic 
training  framework  for  Ministry  staff,  two  annual 
conferences,  bi-weekly  lunch  seminars,  ongoing  2-3 
day  anti-racism  training  for  staff,  and  special  events. 
Provincial  community  consultation  framework  and 
initial  outreach  initiatives  are  underway.  Planned 
program  initiatives  include  establishment  of  racial 
minority  network,  career  development  and  job 
shadowing  to  address  "glass-ceiling"  issues. 

Equity  in  the  legal  profession 

PDD 

Contact:  Susan  Charendoff 
326-251  1 

Work  with  Law  Society  to  increase  access  to  legal 
profession  for  under-represented  groups;  possible 
pilot  project  with  Citizenship  and  Law  Society. 

(d)  Responsiveness  to  Disabled  Persons 

Consent  and  capacity/substitute 
decisions  implementation 

Civil  Division  (Public 

Trustee)/F&A, 

Communications 

Contact:  Debbie  Oakley, 
314-6192 

Plan  for  implementation  of  legislation  designed  to 
facilitate  the  making  of  personal  arrangements  for 
future  incapacity  and  to  establish  a  back-up  system 
to  provide  and/or  supervise  the  exercise  of 
substitute  decision-making  for  mentally  incompetent 
persons. 

Public  Trustee 

Civil,  F&A 

Contact:  Susan  Himel, 
314-2690 

Implementation  of  service  delivery  improvements 
including  office  relocation,  partnership  with  private 
company  to  manage  clients'  real  property,  revised 
procedures  for  investigators,  policies  and 
procedures  for  Trust  and  Crown  administration, 
increased  staff  to  improve  service,  staff  training  (in 
technical  areas,  employment  equity  and  race 
relations),  preparation  to  merge  functions  with 
substitute  decision-making,  backlog  reduction. 

(e)  Same  Sex  Spouses 

Review  of  spousal  distinctions 

L 

PDD/Constitutional  Law, 
Civil,  Communications, 

Leg.  Counsel 

Contact:  Lori  Newton, 
326-2513 

Review  is  ongoing.  Determine  course  of  action. 

Cases  are  now  before  the  courts  at  various  stages 
on  number  of  issues.  Legislation  being  considered. 

Requires  legislation 

To  be  completed  within  6  months 
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INITIATIVE 

DIVISION  (LEAD/ 
SUPPORT/CONTACT) 

DESCRIPTION 

(f)  Victims  Package 

Response  to  abuse  in  institutions 

Civil,  Criminal  and  F&A, 
Communications 

Contact:  Don  Chiasson, 
326-4100;  Tom  Marshall, 
326-41  12;  Diane 

Nannorone,  326-4937 

Implementing  a  co-ordinated  response  to  allegations 
of  abuse  in  provincial  institutions  and  co-ordinating 
development  of  safeguards  to  prevent  future 
institutional  abuse.  Implement  reconciliation 
agreement  for  residents  of  St.  John's  and  St. 

Joseph's  Training  Schools.  Proceed  to  develop  and 
implement  arrangements  to  assist  former  residents 
of  Grandview  Training  School  and  negotiate 
reconciliation  agreement  with  them. 

Victim  fine  surcharge 

L 

Criminal/Communications, 
Courts  Admin.,  Leg. 

Counsel,  Civil  (SLS) 

Contact:  Lorraine 
Graham-Watson,  326- 
2416 

Legislation  and  implementation  of  provincial 
surcharge,  fund  for  both  federal  and  provincial 
surcharges. 

Victim  witness  assistance 

Criminal/Communications 
Contact:  Susan  Lee, 
326-2431 

Plan  expansion  of  program  for  late  1994-95  with 
some  of  funds  from  victim  fine  surcharge. 

Limitations  Act 

L 

PDD/  Communications, 

Leg.  Counsel,  Civil 

Contact:  Allan  Shiplev, 
326-2512 

Reform  proposals  re:  limitation  periods  in  civil 
actions,  including  increasing  access  to  justice  for 
victims  of  sexual  assault. 

Victim  Impact  Statements 

Criminal  Law 

Contact:  Michael  Code, 
326-2616 

Province-wide  implementation  of  standardized 
victim  impact  statements. 

(g)  Employment  Equity 

Employment  systems  review 

Employment  Equity 

Office/All  Divisions 

Contact:  P.  Macdonald- 
Rea,  326-2396 
(Implementation) 

Implement  the  recommendations  of  the  Task  Force 
Report  which  identifies  barriers  to  designated 
groups  in  all  employment  practices  (i.e.  staffing, 
access,  promotion,  development  and  retention  of 
staff,  and  harassment). 

Implement  Workplace 

Harassment  and  Discrimination 
Policy 

PDD/  F&A, 

Communications,  Courts 
Admin.,  Civil 

Contact:  Marie  Moliner. 
326-2504 

Implementation  and  ongoing  review  of  process  to 
deal  with  complaints  of  harassment  and  workplace 
discrimination.  Provide  WDHP  training  to  managers 
and  staff.  Ministry  has  role  in  reviewing  overall 
provincial  policy. 

(h)  The  Charter  and  the  Economically  Disadvantaged 

The  Charter  and  the  Economically 
Disadvantaged 

Constitutional  Law  & 
Policy/PDD 

Contact:  lanet  Minor. 
326-4137  and  Sandra 

Wain,  326-2534 

Obtain  P&P  and  Cabinet  approval  for  a  litigation 
position  on  Charter  ss.  15  and  7.  Advance  this 
position  in  ongoing  litigation. 

Requires  legislation  . . 

To  be  completed  within  6  months 
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INITIATIVE 

DIVISION  (LEAD/ 
SUPPORT/CONTACT) 

DESCRIPTION 

(i)  Affordable  Justice  System  and  Access  to  Legal  Services 

(i)  Court  Package 

Civil  Justice  Review 

Courts  Admin.,  PDD, 

Civil,  Ontario  Law  Reform 
Commission 

Contact:  Sandra  Lang, 
326-2609 

MAG  and  the  Ontario  Court(General  Division),  in 
co-operation  with  the  community  and  the  Bar,  will 
conduct  a  broad  review  of  Ontario's  civil  justice 
system.  An  overall  strategy  for  the  civil  justice 
system  will  be  developed  to  provide  a  speedier, 
more  streamlined  and  more  efficient  structure 
which  will  maximize  the  use  of  civil  justice 
resources.  Interim  Task  Group  to  look  at  immediate 
measures  (e.g.  court  backlogs,  case  management 
and  construction  lien  workload).  A  fundamental 
review  component  is  looking  at  longer  range  issues 
and  their  implications  (e.g.  role  of  civil  juries,  role 
of  small  claims  court  and  role  of  private  sector  in 
providing  alternate  methods  of  dispute  resolution). 

Final  report  of  the  review  is  expected  in  Spring  of 

1995. 

Unified  Family  Court 

L 

PDD/Courts  Admin., 
Communications,  Leg. 
Counsel,  Civil  (Official 
Guardian) 

Contact:  Craig  Perkins, 
326-4670; 

Anita  McConnell, 

326-4061 

Passage  of  proposals  to  allow  gradual  expansion  of 
unified  family  courts  across  province.  Negotiation 
of  agreement  with  federal  government. 

Development  of  implementation  strategy. 

Intermediate  Court  of  Appeal 

Criminal,  Courts  Admin., 
Civil  Communications 
Contact:  Carol  Brewer, 
326-4598 

Consideration  of  intermediate  court  of  appeal  and 
other  measures  to  help  the  Court  of  Appeal  deal 
with  its  caseload.  Consultation  under  leadership  of 
Chair  of  Ontario  Law  Reform  Commission 

Simplified  civil  procedure  rules 

Civil/Courts,  PDD 

Contact:  Malliha  Wilson, 
326-2365/  Craig  Perkins, 
326-4670 

Work  with  judiciary  and  Bar  to  complete  a 
proposal  for  simplified  civil  procedures  for  claims 
below  a  certain  monetary  level.  Public  consultation 
in  spring  and  summer. 

Commercial  Mediation 

PDD/Courts  Admin.,  Civil, 
F&A,  Communications 
Contact:  Brian  Gover, 
326-4597 

H i re  staff  and  start  pilot  project  to  encourage  use  of 
judge-controlled  alternative  dispute  resolution  in 
appropriate  places  in  the  litigation  process. 

Central  Fine  Collection 

Courts  Admin./F&A,  Civil, 
Communications 

Contact:  Walt  Chmiel, 
326-4938 

Initiative  to  better  manage  enforcement  and 
collection  of  outstanding  court  ordered  fines. 
Additional  collection  measures  will  be  undertaken 
after  court  files  are  updated.  Enforcement 
measures  will  include  referral  to  Central  Collection 
Services  and  civil  enforcement. 

L  Requires  legislation 
*  To  be  completed  within  6  months 
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INITIATIVE 

DIVISION  (LEAD/ 
SUPPORT/CONTACT) 

DESCRIPTION 

ICON  Restructuring 

Courts  Administration 
Contact:  Walt  Chmiel, 
326-4938 

Reorganization  and  restructuring  of  ICON  to 
support  Ministry's  management  of  charges 
produced  electronically  by  mobile  workstations  and 
photo  radar. 

Statutory  Powers  Procedures  Act 

L 

PDD 

Contact:  Allan  Shiplev, 
326-2512 

Possible  reform  to  introduce  procedural  and  other 
efficiencies. 

Automation  of  court  reporting 

Courts  Admin./  F&A, 
Constitutional,  Criminal, 
Communications 

Contact:  Dave  Henderson 
(416)  452-7494 

The  introduction  and  implementation  of  pilots  using 
audio  recording,  and  the  selective  use  of  computer 
technology  as  new  approaches  to  court  reporting. 

Part  of  the  government's  approved  Expenditure 

Control  Plan. 

Satellite  courts 

Courts  Admin./  Criminal, 
F&A,  Communications, 
Constitutional  Law  and 
Policy 

Contact:  Regional 

Directors 

Regional  Court  Management  Advisory  Committees 
have  been  asked  to  evaluate  satellite  courts  in  each 
region  in  the  context  of  modern  transportation 
routes  and  population  growth.  The  impact  of 
changes  on  access  to  justice  services,  special  needs 
groups,  police,  municipalities,  court  staff  and 
residents  of  remote  areas  will  be  fully  considered. 

Electronic  Data  Interchange 

PDD 

Contact:  |ohn  Gregory, 
326-2503 

Consider  issues  relating  to  electronic 
communications  and  possible  solutions. 

(ii)  Legal  Aid  Package 

Corporate  Review 

PDD 

Contact:  Mark  Leach,  326- 
2051 

Continue  to  prepare  plans  to  manage  legal  aid 
expenditures  in  1994/1995  and  thereafter. 

Legal  aid  revenue 

L 

PDD 

Contact:  Mark  Leach,  326- 
2051 

Negotiations  with  banks  re:  interest  rates  on  lawyers 
mixed  trust  accounts.  Legislation  to  pool  mixed 
trust  accounts  for  investment  fund. 

Legal  aid  pilot  projects 

PD  D/Communications, 

F&A 

Contact:  Mark  Leach,  326- 
2051 

Work  with  OLAP  to  implement  pilot  projects  to 
evaluate  staff  delivery  model  in  refugee  and  family 
law  matters. 

Community  legal  clinic  strategy 

PDD 

Contact:  Mark  Leach, 
326-2051 

Review  ways  to  increase  the  systemic  capacity  of 
the  clinic  system  so  it  can  deal  with  increased 
caseload. 

Requires  legislation 

To  be  completed  within  6  months 
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INITIATIVE 

DIVISION  (LEAD/ 
SUPPORT/CONTACT) 

DESCRIPTION 

1  2.  PUBLIC  CONFIDENCE  1 

(a)  Public  Safety 

(i)  Focusing  on  Serious  Crime  and  Dealing  Separately  and  More  Effectively  with  Less  Serious  Matters 

Resource  Management  -  Fast  Tracking  Serious  Charges: 

Investment  Strategy 

Criminal  Court  Efficiency/Time  to 
Trial:  Martin  Committee  report, 
case  management,  legal  aid 
tariffs,  intake  court,  crown 
attorney  workload 

Criminal  and  Courts 

Admin.,  Communications, 
Civil  (re:  impact  on  POA 
practices),  PDD  (re  legal 
aid) 

Contact:  Lorraine 
Graham-Watson, 

326-2416 

Implement  investment  strategy  and  Martin 

Committee  recommendations  aiming  for  greater 
consistency  in  practices,  improved  caseflow 
management  and  improved  movement  of  cases 
through  the  court  system. 

Adult  diversion 

Criminal/ 

Communications/  F&A 
Contact:  Lorraine 
Graham-Watson, 
326-2416/Robert  Cantafio, 
326-2410 

Evaluation  of  pilot  sites  and  determination  of 
whether  to  expand. 

Office  For  Youth  Justice 

Dick  Barnhorst,  325-4912 

The  Office,  recently  established  by  MAG  in 
partnership  with  COMSOC  and  MSGCS,  provides 
leadership  on  young  offenders  issues  in 
government.  It  focuses  on  enabling  the  various 
components  of  the  justice  system  to  work  together 
as  a  system.  Issues  to  be  addressed  include 
investment  strategy,  alternative  measures, 
sentencing  and  reform  of  the  Young  Offenders  Act. 

Implement  POA  Reform 

L 

Courts  Administration 
Contact:  Walt  Chmiel, 
326-4938 

Set  up  pilots  to  establish  pre-trial  vetting  in  first 
appearance  courts  and  municipally-run  parking  tag 
facilities. 

Video  Projects 

Criminal,  F&A, 

Courts  Admin., 
Communications 

Contact:  Lorraine 
Graham-Watson, 

326-2416/  Mary  Nethery, 
326-4658 

Implement  video  remand  and  videotaping  of 
confessions,  impaired  drivers  and  some  witnesses 
as  part  of  investment  strategy. 

Criminal  procedure  reform 

Criminal 

Contact:  Murray  Segal, 
326-2300/Earl  Fruchtman, 
326-4661 

Presentation  of  proposals  to  federal  government  for 
Criminal  Code  procedural  reform  that  would  make 
the  criminal  process  more  efficient  and  effective. 
Includes  response  to  proposal  for  reform  of 
preliminary  inquiry. 

Requires  legislation 

To  be  completed  within  6  months 
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INITIATIVE 

DIVISION  (LEAD/ 
SUPPORT/CONTACT) 

DESCRIPTION 

Crown  Attorney  policy  manual 
and  standards 

Criminal/Civil  re:  POA 
prosecutors 

Contact:  Mary  Netherv, 
326-4658 

Release  of  the  policy  manual.  New  policy 
guidelines  will  be  completed  to  ensure  up-to-date, 
uniform  prosecution  policies.  To  include  Martin 
Committee  recommendations. 

(ii)  Crime  Prevention 

Drinking/Driving  initiatives 

L 

Criminal/Communications 
(Countermeasures  Office) 
Contact:  Marv  Netherv, 
326-4658;  John  Lefebvre, 
326-4406 

Consideration  of  new  drinking/driving 
countermeasures. 

Crime  Prevention  Strategy 

Criminal/PDD 

Contact:  Diana  Hunt, 
326-2531,  Mary  Nethery, 
326-4658 

Participate  in  provincial  and  national  processes, 
including  National  Crime  Prevention  Council,  to 
develop  comprehensive  crime  prevention  strategy. 

(b)  Ensuring  Fairness  in  the  System 

Judicial  selection  &  discipline 

L 

PDD/  Communications, 
Courts  Admin.,  Leg. 

Counsel,  Constitutional 

Law  and  Policy 

Contact:  Diana  Hunt, 
326-2531/Craig  Perkins, 
326-4670 

Passage  of  proposals  to  entrench  provincial  judicial 
appointments  process  and  to  reform  provincial 
judicial  complaints  process. 

3.  CUSTOMER  SERVICE 

1 

(i)  Improved  Public  Service  and  Responsible  Management  to  Ensure  the  Most  Cost  Effective 

Use  of  Resources  and  to  Anticipate  and  Prepare  for  the  Future 

Strategic  Planning 

Deputy/Other  Divisions 
Contact:  Ann  Merritt, 
326-2712 

Comprehensive  implementation  plan  underway  that 
will  include  training  strategy,  overall 
communications  plan,  Human  Resources 

Information  System  Review,  community  outreach 
plan  and  recommendations  of  a  number  of  major 
corporate  exercises,  for  example  the  review  of  Civil 
Legal  Services. 

French  Language  Services  Action 
Plan 

F&A 

Contact:  Tom  Fagan, 
326-4056 

Implement  Action  Plan. 

Decentralization  of  Financial 
Information  System 

F&A 

Contact:  Maureen 

Adamson,  326-4375 

Development  of  long-term  plan  for  the 
decentralization  of  the  Financial  Information  System 
throughout  the  Ministry.  This  will  involve  a 
number  of  pilots  within  Courts  Administration  with 
the  objective  of  decentralization  on  a  Ministry-wide 
basis. 

L  Requires  legislation 
*  To  be  completed  within  6  months 
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INITIATIVE 

DIVISION  (LEAD/ 
SUPPORT/CONTACT) 

DESCRIPTION 

Metropolitan  Toronto  Courts 

Study 

F&A/All  Divisions  in 

Ministry 

Contact:  Matt  Veskimets, 
326-4033 

Strategic  Plan  for  future  court  facilities  in  Metro 
Toronto  which  will  support  re-engineered  courts 
operations.  Study  completed  by  January  '94. 
Management  Board  and  Treasury  Board 
submissions  to  be  completed  by  September. 

(ii)  Human  Resources  Management 

Labour  relations 

F&A 

Contact:  Linda  Barber, 
326-2709 

Delivery  of  advanced  E.R.C./labour  relations 
training  for  managers;  fostering  greater  use  of  Local 
Employee  Relations  Committees. 

Crown  Employees  Collective 

Bargaining  Act  reforms 

Finance  &  Admin./ 

Contact:  Annemarie 

Wiebe,  326-2707/Linda 
Barber,  326-2709 

Implement  CECBA  reform. 

(iii)  Partnership  and  Planning 

Co-management,  including 

Ontario  Court  Management 

Advisory  Committee,  Regional 

Court  Management  Advisory 
Committees  and  MOU. 

Courts  Admin./F&A, 
Communications,  Criminal 
Contact:  Sandra  Lang, 
326-2609/Axel  Frandsen, 
326-4264 

Measures  to  ensure  consistent  involvement  of 

OCMAC  and  RCMACs  in  the  administration  of 
justice. 

Courts  Management  Advisory  Committees  meet 
regularly,  both  on  a  provincial  and  regional  basis, 
to  discuss  issues  affecting  the  courts  system. 

Development  and  enhancement  of  memorandum  of 
understanding  with  each  of  the  courts. 

Participation  in  recently  established 
Federal/ProvincialTTerritorial  Committee  to  consider 
principle  of  co-management  with  the  judiciary 

Justice  of  the  Peace:  Conversion, 
Remuneration  Committee 

J  P  Appointments  Advisory 
Committees 

Courts  Admin,  and  F&A, 
Communications 

Contact:  Axel  Frandsen, 
326-4264 

-  Replace  Fee-for-service  structure  with  a  salaried 
system  of  remuneration  for  JPs 

-  Implement  ongoing  training  program  for  JPs 

-  Established  remuneration  committee  and  now  in 
process  of  making  appointments 

-  J  P  Appointments  Advisory  Committees  are 
operational 

-  Consider  reforms  to  discipline  process 

Joint  review  of  judicial  libraries 

Courts  Admin./F&A 

Contact:  Sara  Sandhu, 
326-4260 

Committee  established  to  develop  implementation 
plan  for  recommendations. 

Provision  of  Court  Statistics  and 
Management  Information 

Courts  Admin./F&A 

Contact:  Pardip  Bedi, 
326-4261 

In  partnership  with  the  Canadian  Centre  for  Justice 
Statistics  (Statistics  Canada),  develop  an  automated 
system  to  provide  statistics  and,  management 
information  to  the  Ministry  and  federal  government. 
Timely  and  accurate  information  is  necessary  to 
support  policy  and  operational  decision-making  in 
the  Ministry. 

L  Requires  legislation 
*  To  be  completed  within  6  months 
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INITIATIVE 

DIVISION  (LEAD/ 
SUPPORT/CONTACT) 

DESCRIPTION 

Involvement  of  lay  appointees 

PDD/Minister's  Office 

Establish  process  to  ensure  AG  lay  appointees  to 
councils  and  committees  are  aware  of  and  can 
influence  Ministry  policies  and  directions. 

Legal  Services;  reporting/ 
identifying  policy  issues  in 
constitutional,  civil  and  criminal 
litigation 

Constitutional,  Criminal, 
PDD  and  Civil 

Contact:  Elizabeth 

Goldberg,  326-2624 

The  Litigation  Issues  Committee  consists  of  the 

Division  Heads  of  the  Criminal,  Civil  and  Policy 
Development  Divisions  and  the  Director  of 
Constitutional  Law.  The  Chair  rotates  among  its 
members.  The  role  of  the  Committee  is  to  identify 
policy  issues  arising  within  ministry  litigation  and 
decide  upon  the  appropriate  process  through  which 
those  issues  should  be  considered,  and  to  maintain 
a  litigation  calendar,  which  includes  summaries  of 
ministry  cases  and  significant  litigation  issues. 

currinit.  1 2 

(revised  May  2,  1994) 


L  Requires  legislation 
*  To  be  completed  within  6  months 
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Strategic  Planning 


Background 


(a)  Mandate  of  Strategic  Planning 

•  to  produce  a  practical  and  useful  Strategic  Plan  based  on  broad  consultation  that  will  focus  and 
guide  the  ministry  in  understanding  its  business  and  how  best  to  do  it 

(b)  Reasons  for  Strategic  Planning 

•  the  ministry  did  not  have  an  up-to-date  strategic  plan  in  place  to  help  guide  it  through  the  next 
few  years 

•  the  most  recent  strategic  planning  document  had  been  prepared  in  1990,  was  no  longer 
current,  and  did  not  have  the  benefit  of  broad  participation  within  and  outside  the  ministry 

•  it  was  believed  that  a  more  open  and  broadly  consultative  strategic  planning  exercise  would 
assist  the  ministry  to  identify  its  strengths  and  weaknesses,  and  to  establish  practical  principles 
or  directions  for  how  the  ministry  should  operate 

•  a  strategic  plan  would  assist  the  ministry  to  face  the  challenges  created  by  strained  fiscal 
resources  and  increasing  demands  for  service  in  a  principled  way  that  offered  the  potential  to 
improve  services 

(c)  Process 


®  in  January,  1993,  the  ministry  announced  the  commencement  of  a  strategic  planning  exercise 

•  the  Strategic  Planning  Office,  consisting  of  an  Executive  Coordinator,  Project  Manager  and 
Administrative  Assistant,  was  established  as  part  of  the  Deputy  Attorney  General's  Office  to 
oversee  the  process,  together  with  a  Strategic  Planning  Committee,  with  members  from  diverse 
areas  and  levels  of  the  ministry,  and  representatives  of  OPSEU  and  the  ministry  associations 

•  the  process  was  broadly  consultative  in  nature  and  included: 

=>  a  series  of  18  staff  focus  groups  held  throughout  the  province  with  randomly  selected  staff 
members  from  all  levels  and  areas  of  the  organization  and  facilitated  by  specially  trained 
ministry  staff  volunteers 

=>  special  sessions  conducted  by  strategic  planning  committee  members 
=>  a  survey  distributed  to  all  staff  members 

=>  a  series  of  six  external  focus  groups  held  at  selected  sites  around  the  province  with 
representatives  of  56  outside  organizations  involved  with  all  facets  of  the  justice  system 

=>  special  sessions  held  with  representatives  of  other  ministries  of  the  Ontario  government 
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and  justice  related  departments  of  the  Federal  government;  the  judiciary;  justices  of  the 
peace;  OPSEU  and  the  ministry  associations;  and  the  courts  advisory  committees 

=>  a  general  invitation  issued  to  all  staff  to  either  call,  write  or  fax  with  comments 

®  a  content  analysis  volunteer  team  was  constituted  to  review,  organize  and  analyze  all  of  the 
input  received  through  the  above-noted  processes.  In  addition,  volunteer  committees  were 
formed  in  such  areas  as  communications,  internal  consultation,  external  consultation  and 
drafting 

®  a  draft  Strategic  Plan  was  prepared  which  was  sent  to  all  ministry  offices,  as  well  as  to 
attendees  of  internal  and  external  focus  groups,  volunteers,  other  ministry  contact  persons,  the 
courts  advisory  committees,  the  judiciary,  and  OPSEU  and  the  ministry  associations  for 
comment  in  October,  1993 

®  the  draft  Plan  was  then  amended  to  reflect  the  comments  received  and  a  final  Plan  prepared 
and  distributed  as  part  of  this  Announcement  package 

®  the  strategic  planning  process  has  now  entered  the  implementation  phase  which  is  discussed 
below  under  "Ministry  Directions" 

Overview  of  Recommendations: 

•  while  the  strategic  planning  process  identified  a  number  of  strengths  in  the  operation  of  the 
ministry,  in  particular  the  commitment  of  its  employees,  the  findings  suggest  that  the  ministry 
needs  to  change  the  way  it  operates  to  emphasize  client  service,  to  provide  a  better  working 
environment  for  its  employees,  and  to  foster  decentralized  decision-making 

®  to  respond  to  these  findings,  it  is  proposed  that  the  ministry  change  its  "culture"  and  make  the 
transformation  to  a  service  organization  that  is  sensitive  to  its  clients  and  employees  and  is  more 
forward  thinking  and  innovative 

•  to  guide  the  ministry  in  making  the  transformation,  the  Strategic  Plan  proposes  the  following  5 
Directions  for  how  we  want  to  operate: 

=>  Improve  service  to  our  clients  and  the  public 

=>  Create  an  environment  of  openness,  trust,  and  respect 

=>  Demonstrate  a  commitment  to  employees  and  their  development 

=>  Give  employees  the  tools  to  do  the  job 

=>  Develop  a  structure  to  support  the  work  we  do 

®  with  respect  to  each  of  these  Directions,  the  Strategic  Plan  includes  specific  "goals"  and  "actions" 
and  proposes  that  an  implementation  team  be  established  „ 
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Ministry  Directions: 


@  Senior  Management  Committee  and  the  Minister  have  adopted  the  Plan  and  approved  its 
implementation 

®  implementation  of  the  Strategic  Plan  is  currently  underway 

®  in  the  spirit  of  the  principles  endorsed  in  the  plan,  a  broadly  based  Implementation  Planning 
Team  was  selected  through  a  fair  and  open  competition  process,  in  keeping  with  the  principles 
of  employment  equity 

•  the  Team,  under  the  direction  of  a  similarly  selected  Executive  Coordinator,  will  prepare 
implementation  plans  for  those  actions  in  the  plan  that  have  not  been  implemented  or  are  not  in 
the  process  of  being  implemented;  activity  will  be  coordinated  with  initiatives  already  underway 
such  as  in  the  areas  of  training,  information  technology  and  communications 

•  the  Strategic  Planning  Committee  will  continue  to  function  as  a  resource  to  the  Implementation 
Planning  Team  to  ensure  continuity 

•  the  implementation  planning  process  will  be  open  with  members  of  the  Team  consulting 
informally  with  staff  as  much  as  possible 

•  methods  of  ensuring  accountability  for  the  implementation  of  the  actions  of  the  Strategic  Plan,  as 
well  as  methods  of  monitoring  and  evaluating  the  actions,  will  be  developed  as  part  of  the 
implementation  planning  process 

•  once  the  implementation  plans  have  been  finalized  and  approved  by  Senior  Management 
Committee,  they  will  be  widely  distributed  to  ministry  offices  in  early  Summer,  1994 

•  ministry  offices  will  be  asked  to  report  on  their  progress  in  implementing  the  actions  within  the 
timeframe  specified  in  the  implementation  plans 


For  more  information  contact:  Ann  Merritt 

Lillian  Nazareth 


(416)326-2712  or 
(416)  326-2713 
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Social  justice  Review 


Background: 

(a)  Mandate  of  the  Social  justice  Review 

•  to  review  the  ministry's  delivery  of  client  services  for  vulnerable  people,  including  client 
services  provided  by  the  Official  Guardian,  the  Public  Trustee,  the  Family  Support  Plan,  the 
Victim/Witness  Assistance  Program  and  to  a  lesser  extent  the  Criminal  Injuries  Compensation 
Board  and  the  Supervised  Access  Pilot  Program,  in  order  to  assist  the  ministry: 

=*  develop  a  "vision"  of  client  service 

=>  improve  its  current  delivery  of  these  services 

=>  ensure  that  client  service  will  continue  to  be  an  important  direction  and  priority  of  the 
ministry 

(b)  Description  of  Programs  Reviewed 

(i)  Official  Guardian's  Office 

•  the  Official  Guardian's  Office  is  the  designated  children's  lawyer  in  Ontario  and 
basically  consists  of  two  divisions: 

=>  the  Personal  Rights  Division  which  provides  legal  representation  for  children 
involved  in  custody/access  cases,  child  protection  cases  and  secure  treatment  cases 
(i.e.  cases  where  a  child  must  be  detained  for  psychiatric  treatment);  and 

=>  the  Property  Rights  Division  which  provides  legal  representation  for  children  (and, 
in  certain  cases,  mentally  incompetent  persons,  absentees  and  unborn  persons)  in 
"property  rights  cases"  such  as  personal  injury,  medical  malpractice  and  estates 
litigation 

(ii)  Office  of  the  Public  Trustee 


•  the  primary  function  of  the  Office  of  the  Public  Trustee  is  to  manage  the  financial  affairs 
of  individuals  who  have  been  declared  mentally  incompetent  and  to  make  medical 
treatment  decisions  on  their  behalf  where  there  is  no  other  person  who  can  assume 
these  responsibilities 

•  the  Office  also  provides  the  following  services:  administration  of  estates  of  persons 
with  no  known  heirs;  supervision  of  charitable  organizations;  and  management  of  assets 
of  dissolved  corporations  which  are  forfeited  to  the  provincial  Crown 
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(iii)  Family  Support  Plan 

®  the  mandate  of  the  Family  Support  Plan  program  is  to  ensure  that  parents  recognize  and 
fulfil  their  support  obligations  to  their  families  in  order  to  maintain  the  well-being  and 
quality  of  life  of  their  children;  the  program  does  this  by  enforcing  and  monitoring 
support  obligations  required  by  support  orders  or  agreements  filed  with  the  court,  and 
by  promoting  awareness  of  family  support  obligations 

(iv)  the  Victim/Witness  Assistance  Program 

®  the  mandate  of  the  Victim/Witness  Assistance  Program  is  to  provide  assistance  to 
victims  and  witnesses  of  crime  by,  for  example,  providing  them  with  information  and 
support  throughout  the  criminal  court  proceedings,  assisting  them  to  regain  a  sense  of 
well-being,  and  by  encouraging  the  development  and  use  of  community  programs  for 
victims  and  witnesses  of  crime 

(v)  Criminal  injuries  Compensation  Board 

®  the  Criminal  Injuries  Compensation  Board  provides  compensation  in  cases  where  a 
person  has  been  injured  or  killed  in  Ontario  as  a  result  a  crime  of  violence  which 
constitutes  an  offence  under  the  Criminal  Code 

(vi)  Supervised  Access  Pilot  Project 

®  the  Supervised  Access  Pilot  Project  consists  of  14  centres  across  Ontario  where  the 
parent  who  does  not  have  custody  can  visit  with  their  child  in  a  safe  and  neutral  setting 
that  is  supervised  by  trained  staff  and  volunteers;  supervised  access  may  be  appropriate, 
for  example,  where  there  are  concerns  about  the  safety  of  the  child  or  the  child's 
custodial  parent 

(c)  Reasons  for  the  Review 

®  concerns  have  been  expressed  about  the  quality  and  consistency  of  the  ministry's  service 
delivery  to  vulnerable  clients,  and  its  lack  of  an  overall  vision  or  plan  with  respect  to  such 
service  delivery 

®  in  order  to  respond  to  these  concerns  and  to  identify  weaknesses  in  the  delivery  of  social 
justice  services,  Senior  Management  Committee  initiated  an  independent  and  objective 
review  process,  described  below 

®  another  reason  for  the  Review  was  to  assist  the  ministry  in  developing  a  vision  of  client- 
focused  service  which  would  ensure  that  service  delivery  is  of  a  consistently  high  quality, 
accountable,  and  subject  to  ongoing  evaluation 

(d)  Process 


®  in  February,  1993,  a  Review  Team  was  created  with  representation  from  different  levels  and 
areas  of  the  ministry;  an  outside  consultant  was  retained  to  serve  as  the  Team  leader 

®  in  order  to  ensure  an  independent  and  objective  perspective,  members  of  the  Review  Team 
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were  not  staff  of  the  programs  under  review 

an  Advisory  Committee,  consisting  of  senior  members  of  the  ministry,  including  the  heads 
of  the  different  social  justice  programs,  and  other  senior  representatives  of  the  Ontario  Public 
Service,  was  created  to  provide  guidance  and  advice  to  the  Review  Team 

the  process  was  broadly  consultative  in  nature,  with  members  of  the  Review  Team  engaging 
in  interviews  and  focus  groups  with: 

=>  clients  or  users  of  the  service,  as  well  as  client  advocates  and  other  community 
organizations 

=>  program  employees,  including  representatives  of  management,  professional,  support,  and 
front-line  staff 

=>  other  program  stakeholders,  including  members  of  the  judiciary  and  the  Bar 

in  addition,  the  Review  Team  consulted  with  government  representatives  from  other 
jurisdictions  with  comparable  programs;  reviewed  relevant  literature  and  documents, 
including  articles  and  reports;  and  analyzed  program  statistics  and  other  data 

the  social  justice  programs  were  assessed  according  to  specific  criteria  including  the  extent 
to  which  the  program  meets  client  needs,  is  accessible,  timely,  and  reliable,  treats  clients 
respectfully,  involves  the  participation  of  the  community,  and  is  cost-effective 

in  June,  1993,  a  draft  report  was  prepared  which  was  sent  to  the  Heads  of  the  social  justice 
programs  for  their  review  and  comments 

in  the  late  summer  and  early  Fall,  members  of  the  Review  Team  met  with  senior 
management  of  the  social  justice  programs  to  verify  the  facts  in  the  Report  and  to  update  the 
report  with  regard  to  current  client  service  initiatives;  the  Team  also  met  with  program  staff 
to  discuss  the  findings  of  the  report 

the  final  Report  was  prepared  in  late  1993,  together  with  two  synopsis  Reports  -  one 
summarizing  the  findings  of  the  Report,  the  second  reporting  on  the  extended  consultations 
with  the  programs  subsequent  to  the  release  of  the  June,  1993  draft  report 

the  Report  includes  both  structural  and  operational  recommendations  with  respect  to  the 
social  justice  programs  reviewed: 

=>  the  structural  recommendations  of  the  Report  were  considered  by  Senior  Management 
Committee  over  the  fall  and  winter  of  1 994  in  the  context  of  a  broader  review  of  ministry 
organizational  issues  that  had  arisen  out  of  other  ministry  exercises,  including  the 
strategic  planning  process 

=5-  the  operational  recommendations  of  the  Report  were  considered  by  each  of  the  program 
areas  and  their  respective  Division  Head,  with  implementation  becoming  the 
responsibility  of  each  of  the  programs 
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Overview  of  Recommendations: 


®  an  overview  of  the  Report's  operational  recommendations  follows: 

=>  standards  for  service  delivery  -  that  each  program  should  have  in  place  service  delivery 
standards  and  guidelines  that  are  client  focused  and  formulated  with  input  from  all  levels  of 
staff,  clients  and  other  stakeholders.  Standards  should  ensure  that  service  delivery  to  clients 
is  timely,  reliable  and  respectful.  In  addition,  the  programs  should  prepare  customer  service 
manuals  which  include  service  standards,  policies  and  procedures 

=>  public  education/outreach  -  that  the  public  should  be  fully  informed  about  the  ministry's 
social  justice  programs  which  would  include  the  preparation  of  plain  language  public 
education  materials  that  are  broadly  distributed,  and  increased  outreach  activities  such  as 
public  speaking  and  articles  about  the  programs  in  community  newspapers 

=>  accessibility  -  that  the  programs  ensure  that  the  service  is  fully  accessible  to  its  clients  by,  for 
example,  augmenting  or  ensuring  adequate  telephone  access  mechanisms,  such  as  voice 
mail,  a  toll-free  inquiry  number,  and  extending  the  hours  of  live  telephone  agents,  and  by 
ensuring  that  premises  are  barrier-free 

=>  client  input  -  that  the  programs  obtain  more  regular  input  from  clients  and  other  stakeholders 
with  respect  to  the  quality  of  service  delivery  provided,  through  such  means  as  suggestion 
boxes,  client  focus  groups  and  surveys,  and  by  ensuring  that  a  well  publicized  formal 
complaints  procedure  is  in  place 

=>  creation  of  Advisory  Committees  -  that  each  program  constitute  an  Advisory  Committee  that 
would  be  broadly  representative  of  community  interests  and  different  stakeholder  groups  to 
help  set  standards  and  guidelines  and  make  recommendations  to  improve  service  delivery 

=>  training  -  that  the  programs  ensure  that  staff,  including  outside  fee-for-service  professional 
staff  if  used,  receive  adequate  and  regular  training,  including  race  relations  and  cultural 
sensitivity  training 

=>  ongoing  evaluation  of  service  delivery  -  that  each  program  develop  evaluation  mechanisms, 
including  the  keeping  of  statistical  data,  to  ensure  that  service  delivery  is  monitored  and 
assessed  on  an  ongoing  basis 

=>  cost-effectiveness  -  that  the  programs  consider  ways  to  streamline  service  delivery,  including 
delayering  and  by  using  innovative  management  techniques  such  as  work  teams,  and  cost 
saving  or  revenue  generating  initiatives 

®  the  Report  also  included  a  number  of  structural  recommendations,  the  most  significant  being: 

=>  the  creation  of  a  Community  Operations  Division  -  whereby  all  of  the  social  justice  programs 
would  be  co-located  in  a  new  division  that  focused  on  service  delivery  to  vulnerable  clients. 
The  programs  would  remain  separate;  however,  common  services,  (such  as  financial 
administration,  human  resources,  public  education,  standards  setting,  training,  liaising  with 
the  community,  and  information  technology)  would  be  jointly  administered  to  achieve 
economies 
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Ministry  Directions: 


®  the  social  justice  programs  are  in  the  process  of  implementing  the  Report's  operational 
recommendations 

•  a  new  Division  will  be  created,  to  be  known  as  the  Social  Justice  Services  Division,  (see  Tab  D, 
p. 34)  to  oversee  the  delivery  of  social  justice  services  to  vulnerable  clients  and  will  include: 

=>  the  Official  Guardian's  Office  (to  be  renamed  "The  Office  of  the  Children's  Lawyer  of 
Ontario") 

=>  the  Office  of  the  Public  Trustee  (which  will  become  the  Office  of  the  Public  Guardian  and 
Trustee) 

=>  the  Family  Support  Plan 

=>  the  Supervised  Access  Program 

=>  the  Accountant  of  the  Ontario  Court 

•  the  Victim/Witness  Assistance  Program  will  remain  in  the  Criminal  Law  Division  because  of  the 
need  for  program  staff  to  work  in  close  coordination  with  Crown  Attorneys 

•  the  Criminal  Injuries  Compensation  Board  will  not  be  part  of  the  new  Division,  but  will  be 
transferred  to  the  Criminal  Law  Division.  Co-location  in  the  Criminal  Law  Division  with  the 
Victim/Witness  Assistance  Program  will  provide  a  common  focus  on  victims'  issues 


For  more  information  contact:  Ann  Merritt  (416)326-2712 
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Official  Guardian  Strategic  Review 


Reviews 


Background: 

(a)  Mandate  of  the  Official  Guardian  Strategic  Review 


•  to  consider  how  best  to  provide  good  client  service  that  is  efficient  and  cost-effective,  in  view 
of  increasing  demands  on  the  service  and  financial  pressures 

®  the  Office  of  the  Official  Guardian  is  the  designated  children's  lawyer  in  Ontario,  and 
represents  children  who  require  counsel  in  "personal  rights  cases",  such  as  custody/access 
and  child  protection  cases,  and  "property  rights  cases"  such  as  personal  injury,  estates  and 
other  types  of  civil  litigation 

(b)  Reasons  for  the  Review 

•  in  addition  to  being  subject  to  the  same  general  cost  constraints  affecting  all  divisions  and 
programs  within  the  ministry,  the  Office  of  the  Official  Guardian  was  faced  with  the 
challenge  of  bringing  its  expenditures  back  in  line  with  its  current  budget 

®  as  well,  the  Office  wished  to  review  its  current  program  delivery  in  order  to  identify  ways 
to  improve  client  service 

(c)  Process 


®  the  Review  is  being  conducted  in  two  phases:  Phase  One,  which  was  completed  in  July, 
1993,  examined  the  delivery  of  "personal  rights  services"  on  behalf  of  child  clients;  and 
Phase  Two,  which  will  be  underway  this  Summer,  will  examine  the  delivery  of  "property 
rights  services" 

®  pursuant  to  Phase  One,  a  Committee  of  representatives  of  the  Bench,  Bar  and  the  ministry 
was  struck  to  review  cost  saving  strategies  and  ways  of  ensuring  a  high  quality  of  client 
service 

®  the  Committee  reviewed  a  background  paper  prepared  by  the  Office  and  met  on  April  21 
and  22,  1993  to  discuss  different  options  and  possible  recommendations 

®  following  these  meetings,  a  draft  Options  Paper  was  prepared  for  further  review  by  the 
Committee 

•  a  final  Report  was  submitted  to  the  Deputy  Attorney  General  on  July  23,  1993 

Overview  of  Recommendations: 

•  Phase  One  of  the  Review  recommended  that,  in  order  to  maintain  a  high  quality  of  client  service 
in  the  face  of  financial  and  service  demand  pressures,  one  of  two  basic  options  be  implemented: 
that  the  Official  Guardian's  Office  eliminate  one  of  the  personal  rights  services  that  it  currently 
provides  to  children;  or  that  the  Official  Guardian  be  given  discretion  with  respect  to  the  type 
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and  number  of  personal  rights  cases  taken  on,  with  priority  being  given  to  clients  with  the 
greatest  need  for  the  service 

Ministry  Directions: 

•  in  response  to  the  Committee's  recommendations,  the  Courts  of  justice  Act  is  in  the  process  of 
being  amended  to  provide  the  Official  Guardian  with  some  discretion  as  to  caseload  intake;  Bill 
136  was  introduced  in  December,  1993 

•  in  addition,  the  Office  of  the  Official  Guardian  has  undertaken  a  number  of  other  initiatives 
designed  to  make  service  delivery  better  and  more  cost  effective,  including: 

=>  "Guidelines  and  Criteria"  for  case  intake  -  guidelines  and  criteria  for  caseload  intake  were 
prepared  by  the  Office  and  approved  by  the  Committee.  The  use  of  these  guidelines  has 
resulted  in  downsizing  in  the  number  of  cases  undertaken  by  the  Office,  with  clients  in 
greatest  need  of  the  service  receiving  first  priority 

=>  information  technology  -  the  Office  has  upgraded  its  computer  system  in  order  to  better 
manage  caseload  and  resources 

=>  increased  reporting  -  a  policy  has  been  implemented  requiring  outside  lawyers  and  social 
workers  retained  by  the  Office  to  render  accounts  and  reporting  letters  every  six  months. 
This  increased  reporting  requirement  allows  the  Office  to  better  manage  its  resources  and  to 
monitor  the  involvement  of  outside  professionals  in  each  case 

=>  role  of  counsel  -  in  order  to  clarify  the  role  of  Official  Guardian  lawyers  in  representing  child 
clients,  the  Office  has  published  a  revised  policy  statement 

=>  public  education  -  the  Office  has  prepared  a  plain  language  brochure  about  the  services  it 
provides  which  is  being  translated  into  different  languages.  Included  within  the  brochure 
is  information  concerning  its  formal  complaints  process 

=>  change  of  name  -  the  Office  will  be  changing  its  name  to  the  "Office  of  the  Children's 
Lawyer  of  Ontario"  in  order  to  better  inform  the  public  about  the  nature  of  its  services  and 
to  avoid  confusion  when  the  new  Public  Guardian  and  Trustee  Office  is  in  place  (see  Tab 
C,  p.  1  2) 

=>  professional  training  -  the  Office  has  increased  training  and  education  of  professional  staff 
including  additional  race  relations  training,  cultural  sensitivity,  child  abuse,  and  skills  training 


For  more  information  contact:  Willson  McTavish  (416)314-8011 
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Reviews  Public  Trustee  -  Operational  Review 

/ 


Background: 

(a)  Mandate  of  the  Public  Trustee  -  Operational  Review 

•  to  independently  review  the  management,  financial,  human  resources  and  program  delivery 
practices  of  the  Office  of  the  Public  Trustee  in  order  to  improve  the  efficiency  and 
effectiveness  of  service  to  clients 

•  the  Review  is  focusing  primarily  on  the  Trust  Administration  Division  of  the  Office,  which 
is  responsible  for  managing  the  financial  affairs  of  individuals  who  have  been  declared 
mentally  incompetent 

(b)  Reasons  for  the  Review 


•  concerns  have  been  expressed  in  a  number  of  reports,  both  internal  and  external,  about  the 
quality  of  service  provided  by  the  Office  of  the  Public  Trustee;  for  example,  recent  Reports 
of  the  Provincial  Auditor  identified  a  number  of  shortcomings  in  the  operation  of  the  Office 

®  as  well,  senior  management  in  the  ministry  had  concerns  about  the  existing  management 
structure  and  processes,  human  resource  practices,  organizational  culture  and  the  level  of 
client  service 

•  the  Office  will  be  assuming  substantial  additional  responsibilities  with  the  proclamation  of 
the  Substitute  Decisions  Act  (see  Tab  C,  p.  1 2);  in  order  to  properly  carry  out  these  new 
responsibilities,  it  is  important  that  the  Office  be  operating  as  effectively  as  possible. 

(c)  Process 


•  the  Review  is  being  conducted  in  two  phases:  Phase  one  focused  on  recommendations  for 
immediate  change  in  management  processes  and  operations  for  the  existing  Office;  while 
Phase  two,  which  has  not  yet  been  completed,  will  focus  on  recommendations  that  address 
the  need  for  more  fundamental  change  and  will  include  proposals  for  organizational  redesign 

•  the  Review  process  has  been  consultative  in  nature  including: 

=>  individual  interviews  with  all  managers 

=>  group  discussions  with  staff  from  all  departments 
=>  inter-departmental  brain-storming/problem  solving  sessions 
=>  meetings  with  private  Trust  companies 

®  in  addition,  the  project  team  has  reviewed  staff  submissions,  client  files,  and  correspondence, 
analyzed  statistical  information,  and  reviewed  relevant  literature  and  documents,  including 
articles,  reports  and  materials  from  other  jurisdictions 
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Overview  of  Recommendations: 


(i)  Phase  One 


•  Phase  one  of  the  Review  resulted  in  a  number  of  recommendations  designed  to  improve  the 
organization's  ability  to  provide  for  client  needs  in  a  better  way;  for  example, 
recommendations  relating  to  management  practices,  human  resources  management,  program 
delivery  and  business  practices  focused  on  the  need  to  organize  the  time  and  energies  of 
both  managers  and  staff  around  the  customers 

•  other  recommendations  targeted  improvements  to  the  quality  of  work,  streamlining 
processes,  empowering  employees  and  creating  a  corporate  culture  that  rewards  good  work, 
all  with  the  goal  of  improved  customer  service 

•  the  following  is  a  summary  of  Phase  one  recommendations: 

=>  management  practices 

•  adopt  the  principles  of  participative  management,  empowerment  and  open  decision 
making  processes 

•  hold  regular  meetings  with  staff  to  share  information 

•  initiate  a  strategic  planning  process  with  the  objective  of  creating  a  mission 
statement,  values  and  mandate  for  the  office 

•  develop  training  plans  for  managers  to  improve  skills 
=>  human  resources  management 

•  initiate  human  resources  training  for  all  managers 

•  develop  an  orientation  manual  for  all  new  and  existing  staff 

•  establish  performance  development  reviews 

•  develop  on-going  annual  training  plans  for  staff  to  enhance  career  development 

•  undertake  initiatives  to  ensure  human  resource  policies,  practices  and  the  Collective 
Agreement  are  adhered  to 

=>  program  delivery  and  business  practices 

•  undertake  a  planned  approach  to  public  relations  and  education 

•  establish  program  policies,  standard  procedures  and  service  standards 

•  streamline  work  procedures  to  remove  interdepartmental  roadblocks  in  order  to 
improve  customer  service 
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®  revise  the  computer  system  to  provide  automated  case  management  features 


(ii)  Phase  Two 


®  as  discussed  earlier,  Phase  two  of  the  Review  is  focusing  on  changes  to  the  organizational 
design  of  the  Trust  Administration  Division  and  other  departments  that  are  integral  to 
managing  clients'  financial  affairs 

»  the  following  directions  are  under  consideration: 

=>  amalgamation  of  various  departments  with  the  Trust  Administration  Division  to  provide 
a  "one  stop  shopping"  system  for  the  management  of  client  accounts 

=>  implementation  of  basic  service  standards  and  the  streamlining  of  work  processes  based 
on  the  new  structure 

=>  ensuring  that  the  new  structure  optimizes  staff  responsibility  and  accountability  for  all 
work  processes  and  results 

Ministry  Directions: 

®  the  Office  of  the  Public  Trustee  is  in  the  process  of  implementing  the  Review's  recommendations 
in  coordination  with  the  Substitute  Decisions  Project  (see  Tab  C,  p.  1 2) 

®  in  response  to  the  Review's  recommendations,  the  Office  has  undertaken  a  number  of  initiatives 
designed  to  improve  client  service,  including: 

=>  creation  of  "Backlog  Teams"  -  special  staff  teams  were  constituted  to  address  the  Office's 
caseload  backlog;  in  1993,  over  4,000  cases  were  "closed-out"  or  finalized 

=>  professional  property  management  -  following  an  extensive  tender  process,  the  Office  has 
entered  into  a  contract  with  Royal  LePage  to  provide  professional  property  management 
services  for  clients 

=>  improvements  in  Office  practices  -  improvements  to  Office  practices,  such  as  investigations 
to  determine  client  assets  and  the  auctioning  of  client  assets,  have  been  made  to  make  the 
procedures  more  timely  and  effective 

=>  hiring  of  new  staff  -  the  Office  has  obtained  approval  to  hire  46  staff,  particularly  in  the  Trust 
Administration  area,  in  order  to  address  concerns  that  the  Office  is  too  under-resourced  to 
provide  good  client-service;  hiring  of  new  staff  is  well  underway 

=>  relocation  of  Office  -  a  tender  process  is  underway  to  relocate  the  Office  to  more 
appropriate  and  accessible  premises  in  order  to  serve  clients  more  effectively 

=>  improvements  in  human  resources  practices  -  the  Office's  human  resources  practices  have 
been  significantly  improved  to  ensure  that  all  staff  receive  adequate  training,  including 
orientation  training,  training  on  the  new  substitute  decision-making  functions,  employment 
equity  and  race  relations  training,  as  well  as  regular  performance  appraisals  and  career 
development  planning.  Training  of  managers  in  performance  management  and  alternate 
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work  arrangements  is  being  provided,  and  positions  held  on  a  temporary  or  acting  basis  are 
being  regularized. 

=»  increased  staff  involvement  in  decision-making  -  the  Office  is  ensuring  that  staff  have  a 
greater  role  to  play  in  decision-making,  including  the  development  of  policies  and 
procedures  through  increased  delegation  of  decision-making  to  staff  and  the  creation  of 
internal  staff  advisory  committees 

=>  improved  communications  with  staff  and  external  stakeholders  -  the  office  has  fostered 
more  open  and  timely  communications  with  staff  through,  for  example,  the  use  of  electronic 
mail,  memoranda,  and  regular  staff  meetings.  Communication  with  external  stakeholders  has 
been  improved  by  participating  in  continuing  legal  education  programs,  speaking 
engagements  to  health  and  social  services  personnel,  regular  consultation  with  lawyers' 
organizations  and  the  creation  of  an  external  Advisory  Committee  for  the  Substitute 
Decisions  Project  (see  Tab  C,  p.  1 2) 

=>  creation  of  special  staff  committees  -  special  staff  committees  have  been  established  to 
provide  specialized  advice  and  information  to  other  staff  members  and  management  with 
respect  to,  for  example,  race  relations,  alternate  work  arrangements,  continuing  education 
issues,  community  relations,  and  substitute  decision-making 


For  more  information  contact:  Susan  Himel  (416)  314-2690 
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Reviews 


Public  Trustee  -  Substitute  Decisions  Project 


Background: 

(a)  Mandate  of  the  Substitute  Decisions  Project 

®  to  plan  for  the  implementation  of  the  new  Substitute  Decisions  Act  and  coordinate  the 
expansion  of  the  existing  Office  of  the  Public  Trustee  to  accommodate  the  Office's  new 
functions  prescribed  by  the  legislation 

(b)  Reasons  for  the  Project 

•  pursuant  to  the  Substitute  Decisions  Act,  which  is  scheduled  for  proclamation  in  January, 
1995,  the  Office  of  the  Public  Trustee  will  become  the  "Office  of  the  Public  Guardian  and 
Trustee"  and  will  assume  many  new  functions 

®  the  Substitute  Decisions  Act  provides  the  legal  authority  for  decision-making  for  property 
management  and  personal  care  matters  on  behalf  of  adults  who  are  mentally  incapable  of 
making  decisions  for  themselves,  where  there  is  no  one  else  to  make  such  decisions;  in 
doing  so,  the  Act  sets  out:  the  circumstances,  eligibility  and  procedures  for  appointing  a 
substitute  decision  maker;  a  substitute  decision  maker's  rights  and  responsibilities;  how  a 
substitute  decision  maker  can  be  changed  or  removed;  and  safeguards  to  protect  mentally 
incapable  adults 

•  in  addition  to  its  current  functions,  which  include  the  management  of  the  financial  affairs  of 
adults  who  have  been  declared  mentally  incompetent,  the  Office  will  assume  many  new 
responsibilities  relating  to  decisions  about  the  "personal  care"  of  mentally  incompetent 
persons,  such  as  making  medical  care  decisions  on  their  behalf  and  decisions  relating  to  their 
accommodation  and  general  well-being 

•  in  addition  to  acting  as  a  substitute  decision  maker,  the  new  Office  will  be  given  an 
expanded  role  in  reviewing  private  applications  for  substitute  decision  making,  evaluating 
the  performance  of  substitute  decision  makers,  and  investigating  emergency  cases 

®  the  Substitute  Decisions  Project  was  initiated  in  order  to  plan  for  these  significant  changes 
to  the  Office  and  to  make  recommendations  with  respect  to  the  restructuring  of  the  Office, 
additional  staffing  and  resourcing  requirements,  and  how  best  to  deliver  these  new  services 
in  order  to  most  effectively  meet  client  needs 

(c)  Process 


•  a  broadly  based  project  team  was  assembled  in  1993  to  steer  the  implementation  process; 
the  members  of  the  team  have  had  experience  working  with  the  Office's  client  population 
and,  in  addition,  provide  expertise  in  the  following  areas:  the  law,  policy  development, 
program  implementation,  technology  and  communications 

®  the  project  team  is  being  assisted  by  an  Advisory  Committee,  which  represents  the  different 
constituencies  affected  by  the  Act 
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•  the  implementation  of  the  Substitute  Decisions  Act  will  be  conducted  in  two  phases: 


=>  Phase  One,  or  the  "planning  phase",  which  will  be  concluded  this  Spring,  includes  the 
following  activities: 

establishment  of  a  strategic  plan  and  statement  of  principles  to  guide  the  new 
program 

development  of  program  and  operational  policies  and  procedures 

drafting  of  regulations 

planning  for  a  capacity  assessment  system 

review  of  programs  in  other  jurisdictions 

demographic  analysis  of  potential  caseload  and  development  of  an  organizational 
and  regional  service  delivery  model  for  the  new  program 

development  of  ways  to  educate  stakeholders  about  the  new  law 

=>  Phase  Two,  or  the  "pre-implementation  and  preparations  phase",  marks  the  beginning  of 
the  reorganization  of  the  current  Office  of  the  Public  Trustee.  This  phase  will  last  from 
the  beginning  of  the  summer  1994  until  proclamation  -  which  is  expected  in  January 
1995.  Activities  during  this  phase  will  include: 

recruiting  and  training  staff 

arranging. office  space,  telecommunications,  and  system  technology 
preparing  for  the  program  launch 
setting  up  the  capacity  assessment  system 
filing  of  the  regulations  under  the  Act 
training  and  public  education 
Overview  of  Recommendations: 

•  the  Project  recommends  that  the  new  Office  of  the  Public  Guardian  and  Trustee  should  rest  on 
"three  cornerstones": 

=*  good  client  service  -  the  new  Office  should  be  client-focused;  service  should  be  accessible, 
timely,  responsive,  respectful,  reliable  and,  where  possible,  customized.  Communications 
materials  should  be  available  in  alternative  formats 

=>  decentralization  -  offices  should  be  opened  across  the  province  and  the  centralized  system 
of  service  delivery  replaced 
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=*  community  participation  -  strong  links  with  the  community  and  client  groups  should  be 
developed  and  maintained,  and  the  Office  should  work  closely  with  health  professionals, 
hospital  staff,  psychiatric  facilities,  and  other  care  facilities 

Ministry  Directions: 

®  in  implementing  the  new  Substitute  Decisions  Act,  the  ministry  will  respond  to  the 
recommendations  of  the  Substitute  Decisions  Project 

®  the  Substitute  Decisions  Act  will  significantly  expand  the  mandate  of  the  Public  Trustee  and 
provides  the  opportunity  to  deliver  efficient,  effective  and  sensitive  services  to  mentally  incapable 
adults  who  have  no  other  supports 

@  this  will  be  accomplished  internally  by: 

=>  decentralizing  services 

=>  delegating  decision-making  to  the  most  appropriate  staff  level 
=>  streamlining  procedures  and  eliminating  duplication  of  services 
=>  reducing  caseloads  to  manageable  levels 
=>  training  of  staff 

=>  developing  policy  and  procedural  standards 
=>  enhancing  communication  (interoffice  and  external) 

=>  changing  the  corporate  culture  of  the  organization  to  an  open,  dynamic  and  delayered  one, 
and 

=>  utilizing  the  maximum  potential  of  technology 

®  externally,  it  is  expected  that  these  changes  in  public  guardianship  will  act  as  a  catalyst  to  shift 
the  role  of  the  Public  Guardian  and  Trustee  to  that  of  a  partner  and  participant  in  the  broader 
social  network. 


For  more  information  contact: 


Debbie  Oakley  (416)314-6192 
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Reviews 


Civil  Law  Program  Review 


Background: 

(a)  Mandate  of  the  Civil  Law  Program  Review 

•  to  conduct  a  comprehensive  assessment  of  the  delivery  of  civil  legal  services  to  government, 
including: 

=*  an  examination  of  the  strengths  and  weaknesses  of  the  current  system 

=>  the  identification  of  opportunities  for  innovative  service  delivery  to  a  broad  client  group 

=*>  an  analysis  of  the  efficiency  and  effectiveness  of  current  resource  allocation 

(b)  Reasons  for  the  Review 

•  the  Review,  which  was  a  joint  initiative  of  Treasury  Board  and  the  Ministry  of  the  Attorney 
General,  was  undertaken  to  address  Treasury  Board  concerns  about  increasing  demand  for 
civil  legal  services,  the  significant  overall  growth  in  internal  legal  resourcing,  and  increasing 
private  sector  lawyer  retentions 

•  in  addition,  concerns  had  been  expressed  about  the  difficulties  involved  in  reallocating  legal 
resources  to  meet  demands  for  unplanned  or  newly  emerging  government  priorities,  as  well 
as  for  ongoing  service  needs 

(c)  Process 


•  the  Review  was  undertaken  in  January,  1993  and  completed  in  August,  1993 

•  the  process  involved  two  rounds  of  consultation  with  staff  and  clients:  the  first  round,  which 
was  completed  in  April,  1993,  gathered  information  about  the  strengths  and  weaknesses  of 
the  current  delivery  system  and  developed  delivery  options;  the  second  round,  which  was 
completed  in  June,  1993,  refined  the  delivery  options 

•  working  groups  were  constituted  to  examine  specific  issues  related  to  the  program  review, 
including:  the  provision  of  legal  services  in  other  jurisdictions;  customer  service  and 
performance  standards;  the  use  of  outside  counsel;  innovative  management  techniques;  and 
impact  on  service  delivery  of  clients  relocating  outside  Toronto 

•  a  Steering  Committee,  comprised  of  representatives  of  division  staff  (including  legal  directors, 
office  managers  and  representatives  of  ALOC  and  OPSEU),  Treasury  Board,  Management 
Board  and  client  ministry  groups,  guided  the  process  and  provided  advice  and  feedback 

•  in  addition,  a  Deputy  Ministers'  Advisory  Committee,  consisting  of  the  Deputy  Attorney 
General  and  10  other  deputy  ministers  provided  a  corporate  overview 
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•  the  final  Report  was  submitted  in  August,  1993  and  circulated  to  staff  and  client  ministry 
groups 

Overview  of  Recommendations: 

•  the  Report  recommended  that  the  current  decentralized  system  of  civil  legal  services  delivery  be 
largely  retained,  with  legal  branches  being  located  in  different  ministries,  but  that  it  be  improved 
upon  in  a  number  of  ways 

®  the  Report's  recommendations  in  this  regard  follow: 

=*  Business  Advisory  Branch  -  creation  of  a  dedicated  non-legal  support  group  providing 
expertise  and  coordination  for  training,  fiscal  management,  planning,  best  practices  review, 
client  service/correspondence,  and  other  support  functions 

=>  clustering  of  branches  -  that  certain  related  legal  branches  of  different  ministries  should  be 
grouped  together  (not  merged)  to  establish  a  community  of  interest  and  encourage  greater 
cooperation  among  legal  branches  and  information  sharing 

=>  practice  groups  -  that  groups  of  lawyers  and  staff  dedicated  to  a  discrete  area  of  iaw  be 
organized  (for  example,  litigation,  corporate/commercial  and  labour  relations)  to  respond  to 
a  need  for  specialized  expertise  and  consistency  in  certain  areas  of  law 

=>  innovative  management  techniques  -  that  consideration  be  given  to  the  use  of  self-directed 
work  teams  and  other  innovative  management  techniques  to  improve  service  delivery  and 
make  better  use  of  the  talents  of  non-legal  staff 

=>  administrative  improvements  -  for  example,  that  enhanced  accountability  and  client  service 
measures  be  implemented,  that  a  divisional  strategic  plan  and  information  technology  plan 
be  in  place,  that  some  administrative  services  (e.g.  libraries)  be  shared,  and  that  information 
technology  and  communication  links  and  processes  be  upgraded 

=*>  reserve  on  resources  -  that  an  annual  "reserve"  on  staffing  be  set,  whereby  legal  branches 
would  be  required  to  make  available  up  to  10%  of  staff  expertise  if  called  upon  to  address 
emerging  and  changing  priorities  or  special  projects 

=>  surcharge  for  infrastructure  -  that  a  certain  percentage  of  client  ministries'  civil  legal  services 
budget  (e.g.  2%)  be  contributed  by  clients  to  fund  initiatives  that  improve  client  service 

Ministry  Directions: 

®  the  ministry  is  in  the  process  of  acting  on  the  Review's  recommendations 

•  a  number  of  recommendations,  for  example  those  relating  to  administrative  changes,  clustering 
of  legal  branches  and  the  creation  of  the  Business  Advisory  Branch  are  currently  being 
implemented 

®  as  well,  the  labour  relations  practice  group  is  being  implemented,  and  other  practice  groups  will 
be  explored  and  set  up  within  the  next  12  months 
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•  Treasury  Board  approval  was  received  recently  with  respect  to  a  number  of  other 
recommendations;  implementation  of  these,  with  the  participation  of  client  ministries,  will  begin 
this  Summer 

•  in  addition,  the  merger  of  some  legal  branches  to  improve  service  delivery  is  being  considered 


For  more  information  contact:  Leslie  Macleod  (416)326-2608 
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Reviews  \ 


Employment  Systems  Review 


Background: 

(a)  Mandate  of  the  Employment  Systems  Review 

•  to  identify  sources  of  discrimination  faced  by  designated  group  members  in  employment 
policies,  practices,  and  procedures,  and  as  a  result  of  "corporate  culture",  and  to  develop 
recommendations  and  strategies  to  remove  barriers  and  create  organizational  change 

(b)  Reasons  for  the  Review 

•  an  Employment  Systems  Review  (ESR)  is  an  organizational  requirement  of  the  accelerated 
employment  equity  program  and  the  Employment  Equity  legislation  (Bill  79),  which  will  be 
proclaimed  shortly 

®  the  Review  was  conducted  to  identify  barriers  and  assess  accessibility  to  employment 
opportunities  in  the  ministry  in  order  to  ensure  that  all  employees  are  respected  and  treated 
fairly 

(c)  Process 


®  the  ESR  project  was  undertaken  in  January,  1993  and  completed  in  January,  1994  and  was 
a  joint  initiative  of  the  Ministry  of  the  Attorney  General  and  the  Ontario  Native  Affairs 
Secretariat 

®  an  important  aspect  of  the  process  was  the  partnership  between  OPSEU  and  management: 
6  task  force  members  were  drawn  from  management  and  6  from  OPSEU,  and  the  task  force 
was  jointly  chaired  by  management  and  OPSEU 

•  the  composition  of  the  task  force  was  also  representative  of  all  designated  and  non- 
designated  group  members,  as  well  as  regional  and  head  office  staff 

•  the  process  was  broadly  consultative  in  nature  and  included: 

=>  communication  to  all  staff  of  ESR  mandate  and  process 

=>  a  series  of  confidential  interviews  and  focus  group  sessions  with  over  200  ministry 
employees 

=>  a  workforce  analysis 

=>  review  of  employment  related  documents  to  determine  the  extent  to  which  policies  and 
procedures  of  the  ministry  contribute  to  inequities  in  the  workforce  and  to  determine  the 
extent  to  which  practice  differs  from  policy 

=>  the  preparation  of  a  final  report,  which  was  presented  to  Senior  Management  Committee 
(SMC)  in  January,  -1994 
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Overview  of  Recommendations: 


®  the  Report  includes  70  recommendations  directed  at  removing  barriers  in  employment  related 
systems  and  practices,  including  many  faced  by  both  designated  and  non-designated  groups.  The 
recommendations  focus  on  the  following  areas: 

=>  Workforce  profile  -  the  need  to  ensure  ongoing  and  effective  data  collection  and  to  make 
use  of  the  data  once  collected 

=5-  Organizational  culture  -  the  need  to  change  "negative"  ministry  culture  which  can  serve  as 
a  barrier  to  fairness  in  employment 

=>  Recruitment  practices  -  the  need  to  improve  job  recruitment  practices,  including:  the 
preparation  of  meaningful  job  descriptions;  reviewing  job  classifications  for  potential  barriers; 
more  open  and  fair  competitions  for  all  positions;  timely  and  accessible  job  postings; 
effective  outreach  recruitment;  meaningful,  bias-free  screening  and  testing  of  applicants;  and 
a  review  of  the  interview  process 

=>  Performance  appraisals  and  career  planning  -  the  need  to  ensure  that  managers  and 
supervisors  are  trained  on  how  to  conduct  meaningful,  bias-free  performance  appraisals  and 
employee  career  plans,  and  to  ensure  that  they  are  conducted  at  least  annually  according  to 
prescribed  standards 

=>  Education  and  training  -  the  need  to  ensure  that  all  levels  of  staff  receive  comprehensive 
education  and  training  with  respect  to  employment  equity,  anti-harassment,  anti-racism, 
serving  a  diverse  public,  and  cultural  awareness  and  sensitivity 

=>  Accommodation  -  the  need  to  ensure  that  employees'  special  needs  are  accommodated  as 
mandated  by  the  Human  Rights  Code,  that  all  facilities  are  truly  barrier-free,  and  that 
alternate  work  arrangements  are  encouraged  where  desired  by  employees 

=>  Communication  -  the  need  to  develop  a  pro-active,  ongoing  communications  plan  to 
promote  an  understanding  of  equity  principles 

=>  Discrimination  and  harassment  -  the  need  to  create  and  maintain  an  open,  accessible, 
supportive  climate  for  a  diverse  workforce  as  an  overriding  management  priority,  to 
incorporate  equity  and  anti-discrimination  goals  into  the  performance  contracts  of  all 
managers,  ensure  that  all  employees  treat  co-workers  and  clients  with  dignity  and  respect, 
and  strengthen  the  resources  of  the  Workplace  Discrimination  and  Harassment  Prevention 
Office  (WDHP  Office) 

Ministry  Directions: 

•  the  "vision"  for  equity  in  employment  practices  proposed  by  the  Report  is  supported  by  SMC  and 
complements  the  Directions  of  the  Strategic  Plan 

•  the  ADM  of  the  Finance  and  Administration  Division  (to  be  renamed  the  Corporate  Services 
Division)  will  oversee  the  implementation  of  the  recommendations.  An  Implementation  Team 
has  been  established  which  includes  representatives  of  the  Employment  Equity  Office,  WDHP 
Office,  the  Anti-Racism  Unit  and  the  Human  Resources  Branch 


Tab  C,  Page:  19 
New  Directions,  May  1 994 


•  a  detailed  implementation  plan  will  be  ready  in  May,  1994 

®  a  broad-based  and  representative  Advisory  Committee  consisting  of  key  stakeholders  will  be 
selected,  through  an  open  competition  process,  in  May,  1994  to  participate  actively  in  the 
implementation  process 

•  the  Implementation  Team  and  the  Advisory  Committee  will  report  regularly  to  the  Human 
Resources  Planning  Committee,  a  subcommittee  of  SMC  (see  Tab  D,p.30)  on  the  status  of  the 
implementation  of  the  Report's  recommendations 

®  implementation  of  the  Report's  recommendations  is  underway  and,  by  the  end  of  1994,  the 
ministry  will  ensure  that: 

=>  the  work  environment  is  a  more  open,  accessible  and  supportive  climate  for  a  diverse 
workplace  by,  for  example,  making  improvements  to  the  workplace  discrimination  and 
harassment  complaints  process 

=>  competitions  are  held  for  all  positions  (subject  to  redeployment  policies) 

=>  performance  management  for  all  employees  is  practised,  including  annual  performance 
appraisals  and  career  development  plans 

=>  all  human  resources  policies  and  practices  have  been  reviewed  to  ensure  that  they  include 
equity  principles 

=>  that  "barrier-free  access"  is  a  mandatory  feature  in  all  facilities  planning  and  renovations 


For  more  information  contact:  Pat  Macdonald-Rea  (416)326-2396 
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Background: 

•  in  1987,  the  Ontario  Courts  Inquiry  Report,  prepared  by  Mr.  Justice  Zuber  recommended  that, 
in  order  to  provide  for  effective  management  of  the  court  system,  including  the  judiciary,  courts 
administration,  and  the  Crown  Attorneys'  system,  a  regional  structure  was  required;  it  was  also 
proposed  that  the  same  regional  structure  be  adopted  for  the  family  support  plan  program  and 
for  any  other  services  related  to  the  administration  of  justice 

•  at  that  time,  the  Crown  Attorneys'  system  was  organized  according  to  the  49  judicial  districts 
with  9  Regional  Crown  Attorneys;  the  Regional  Crown  Attorney  positions,  however,  were  not 
developed  into  true  management  positions  with  the  result  that  many  local  operational  issues 
continued  to  be  decided  by  Head  Office 

•  with  respect  to  Courts  Administration,  centralized  management  of  this  program  was  not  working 
effectively  in  light  of  the  large  number  of  court  offices,  with  the  result  that  there  were 
inconsistencies  in  program  standards  and  practices,  and  an  uneven  quality  of  service  delivery 

•  in  response,  the  ministry  amended  the  Courts  of  justice  Act  in  1989  to  create  8  regions  with 
separate  Regional  Directors  to  manage  the  courts  administration  program  and  the  regional  Crown 
Attorneys'  system;  regional  senior  judges  for  both  the  Provincial  Division  and  the  General 
Division  were  created,  as  well  as  Regional  Courts  Management  Advisory  Committees  consisting 
of  the  regional  judges,  regional  directors,  members  of  the  Bar,  and  public  representatives  to 
jointly  consider  ways  to  improve  the  management  of  the  court  system 

•  in  creating  8  regions,-  the  ministry  took  into  consideration  such  factors  as:  caseload  volume;  the 
existing  location  of  administrative  personnel  and  court  facilities;  the  presence  of  large  centres  to 
operate  as  regional  headquarters;  and  geographic  size  of  the  potential  region 

•  the  goals  of  regionalization  were  to: 

=>  ensure  that  consistent  service  standards  and  practices  were  being  applied  throughout  the 
province 

=*  bring  day-to-day  management  of  services  closer  to  the  ground  level 
=>  create  effective  and  cohesive  management  teams  that  were  regionally  based 
=*  clarify  lines  of  accountability  and  reporting  relationships 

=>  improve  the  utilization  of  resources  in  the  field  and  achieve  efficiencies  where  possible 

=»  provide  regional  bases  for  training,  operational  policy  development,  administrative  support 
functions,  and  program  evaluation,  and 

=>  create  a  partnership  between  Head  Office  and  the  field  in  the  management  of  the  Divisions, 
through  Divisional  Management  Committees  that  include  Regional  Directors 
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•  in  addition  to  courts  administration  and  the  Crown  Attorneys'  system,  the  family  support  plan 
is  administered  on  a  regional  basis;  when  the  plan  came  into  operation  in  1987,  8  regions  were 
also  established.  However,  the  regional  boundaries  and  location  of  the  regional  offices  are  not 
entirely  the  same  as  those  established  for  courts  administration  and  the  Crown  Attorneys'  system 
and  differ  in  the  Central  West  and  Central  East  regions 

•  generally,  other  ministry  services  are  not  delivered  by  ministry  staff  on  a  regional  basis;  for 
example,  civil  legal  services  are  provided  through  approximately  25  Branches  located  in  the 
Greater  Toronto  Area 

•  however,  the  new  substitute  decision-making  function,  as  well  as  the  current  financial 
management  function,  of  the  Office  of  the  Public  Trustee  will  be  delivered  on  a  regional  or  local 
basis  (see  Tab  C,  p.1 2) 

•  as  part  of  the  strategic  planning  process,  certain  problems  were  identified  with  respect  to  the 
ministry  regional  structure,  including:  confusion  concerning  the  extent  to  which  ministry 
operations  had  been  decentralized  and  decision-making  delegated  to  the  regions;  the  need  for 
clearer  lines  of  accountability  between  Head  Office  and  the  regional  offices;  the  duplication  of 
certain  functions;  unnecessary  layers  of  approval;  and  the  need  to  determine  which  services  are 
better  provided  centrally  and  the  need  to  support  those  that  should  be  provided  locally 

New  Directions: 

•  subject  to  the  ministry's  direction  with  respect  to  delayering  (see  Tab  D,  p.41),  the  current 
regional  structure  will  be  retained  and  strengthened  with  a  greater  delegation  of  decision-making 
and  Head  Office  functions  to  the  regional  offices 

•  before  decentralization  can  occur  certain  groundwork  needs  to  be  done,  including: 

=>  each  Division  identifying  specific  functions  to  be  decentralized  -  those  that  make  sense  and 
are  more  cost  effective 

=>  ensuring  that  the  tools  to  do  the  job  are  in  place  in  the  regional  offices,  in  particular 
information  technology 

=>  ensuring  that  regional  staff  have  the  support  and  training  (where  necessary)  to  assume 
additional  decision-making  responsibilities 

=>  ensuring  that  appropriate  corporate  policies,  procedures  and  standards  are  in  place  to  support 
a  greater  delegation  of  decision-making  and  the  regional  offices  are  involved  in  making  these 
policies  and  standards 

•  as  part  of  the  process  of  decentralization  and  in  order  to  ensure  cost  effectiveness,  consideration 
will  be  given  to  purchasing  services  (such  as  human  resources)  that  are  already  being  provided 
in  the  region  by  other  ministries 

•  in  the  future,  other  ministry  services  that  are  delivered  on  a  regional  basis  will  use  the  existing 
regional  structure  rather  than  creating  their  own  regional  offices 

•  the  FSP  regional  boundaries  will  be  reconciled  with  the  regional  boundaries  of  the  courts 
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administration  and  Crown  Attorneys'  systems 

•  the  ministry  will  consider  the  delivery  of  civil  legal  services  by  ministry  lawyers  on  a  regional 
basis  and,  over  the  next  year,  design  and  implement  one  or  more  pilot  projects  in  order  to 
evaluate  cost  and  service  delivery  effectiveness 

•  in  response  to  the  goal  of  the  Strategic  Plan  that  decision-making  be  moved  to  the  lowest  level 
practicable,  the  ministry  will  study  and  consult  over  the  next  year  on  whether,  in  the  longer 
term,  decision-making  should  be  further  delegated  to  a  more  local  level,  for  example,  by  phasing 
out  the  regional  and  local  structures  as  they  currently  exist  and  replacing  them  with  a  new  level 
of  management  that  pulls  together  a  number  of  local  offices 

®  in  response  to  directions  set  by  the  government  with  respect  to  delayering  and  span  of  control 
(see  Tab  D,  p.41),  the  ministry  will  consider  consolidating  some  services  in  the  field  as 
opportunities  arise;  for  example,  over  the  past  year,  the  Courts  Administration  Division  has 
consolidated  some  Court  Services  Manager  positions  in  the  field  when  positions  became  vacant. 
The  Criminal  Law  Division  will  experiment  in  a  similar  fashion 

•  in  the  North  West  region,  we  will  be  utilizing  the  managers  in  Thunder  Bay,  both  in  the  Courts 
Administration  Division  and  the  Criminal  Law  Division,  to  carry  out  Regional  Director  functions 

Reasons  for  New  Directions: 

•  the  new  directions  are  in  direct  response  to  concerns  raised  about  the  regional  structure  during 
the  strategic  planning  process.  They  are  consistent  with  the  goals  set  out  under  Direction  5  of 
the  Strategic  Plan  with  respect  to  "Organizational  Effectiveness"  --  to  create  an  organizational 
structure  that: 

=>  makes  it  easier  for  us  to  provide  efficient,  high  quality,  province-wide  service  to  our  clients, 
to  the  public,  and  to  each  other 

=>  moves  decision-making  to  the  lowest  level  practicable 

=>  is  clear  about  which  functions  are  decentralized  and  supports  them 

•  regionalization  is  being  retained  because  it  would  be  premature  to  disband  this  organizational 
structure  without  giving  it  a  chance  to  mature  and  operate  as  it  was  originally  intended  in  1989 

•  in  addition,  the  current  regional  structure  will  be  retained  because  it  has  been  demonstrated  that 
the  ministry  cannot  centrally  manage  all  of  its  operations  effectively;  neither  is  the  ministry  ready 
to  disband  the  regional  structure  and  move  to  a  more  localized  structure:  an  assessment  of  the 
appropriateness  of  this  direction  has  not  yet  been  undertaken,  nor  are  the  tools  in  place,  such 
as  the  necessary  technological  infrastructure,  to  facilitate  this  kind  of  organizational  change 

Implementation  of  New  Directions: 

•  by  the  end  of  1994,  the  ministry  will: 

=>  ensure  that  the  groundwork  necessary  to  support  a  greater  delegation  of  functions  to  the 
regions  has  been  done,  including  ensuring  that  the  tools  to  do  the  job,  such  as  computer 
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networks,  are  in  place;  all  field  offices  will  be  interconnected  by  the  end  of  1995 

=>  identify  appropriate  functions  in  each  division  to  be  delegated  and  begin  to  "decentralize" 
them,  ensuring  that  staff  have  been  adequately  trained 

=>  increase  decision-making  authority  of  front-line  staff  by,  for  example,  reviewing  all  policies 
and  procedures  to  remove  unnecessary  levels  of  approval  and  increase  delegated  authority 

=>  restructure  the  Finance  and  Administration  Division  to  accommodate  these  ministry-wide 
changes  and  create  a  more  client-focused  division  that  sets  overall  standards  and  procedures 
and  provides  specialized  advice  to  the  regional  offices  and  other  program  areas  (see  Tab  D, 
p.17) 

•  a  special  working  group  will  be  constituted  in  the  Fall,  1 994  to  design  one  or  more  pilot  projects 
to  deliver  civil  legal  services  regionally;  it  is  anticipated  that  the  pilots  will  be  in  place  in  1995 

•  a  special  working  group  will  be  constituted  shortly  to  study  and  consult  over  the  next  year  on 
whether  in  the  long  term  it  would  be  advisable  for  the  ministry  to  delegate  decision-making  to 
a  more  local  level  and  gradually  phase  out  the  existing  regional  and  local  structures 
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he  Field 


Regional  Offices 
-  Integrated  Management  Model 


Background: 

•  separate  administrative  structures  exist  in  the  regional  offices  for  the  Criminal  Law  Division, 
Courts  Administration  and  the  Family  Support  Plan  which  create  the  potential  for  duplication  of 
resources,  policies,  procedures  and  planning  efforts 

•  as  part  of  strategic  planning  implementation,  a  significant  decentralization  of  finance  and 
administration  functions  and  functions  within  the  other  Divisions  will  occur  once  the  necessary 
technological  infrastructure  is  in  place  (see  Tab  D,  p.1) 

New  Directions  (see  attached  chart): 

•  a  more  integrated  regional  management  structure  will  be  implemented  shortly  consisting  of  two 
Regional  Directors  -  a  Regional  Director  of  Crown  Attorneys  and  a  Regional  Director  for 
Operations,  with  an  integrated  Corporate  Services  Unit  supporting  both  Regional  Directors 

•  the  Corporate  Services  Unit  will  provide  the  financial,  human  resources,  technology,  training, 
planning,  accommodation  and  other  support  services  for  the  region 

•  Regional  Directors  for  Crown  Attorneys  will  retain  their  current  responsibilities,  including: 
operational  policy  and  training;  recruitment,  redeployment,  and  performance  review  for 
prosecution  and  support  staff;  and  budget  allocation,  analysis  and  decision-making 

•  Regional  Directors  for  Operations  will  be  responsible  for  courts  administration,  the  family  support 
plan,  and  potentially  the  new  Public  Guardian  and  Trustee  program  (see  Tab  C,  p.1 2)  if  it  is 
decided  to  implement  a  regional  delivery  model;  Regional  Directors  for  Operations  will  provide 
for  the  day-to-day  management  of  programs  in  the  field,  while  specialist  program  direction 
(including  policies,  standards,  legal  direction  and  program  content)  will  be  provided  by  the 
relevant  Head  Office 

•  technological  developments  in  the  offices  will  ensure  that  the  necessary  tools  are  in  place  to 
facilitate  effective  decision-making  at  the  regional  level 

Reasons  for  New  Directions: 

•  cooperative  management  of  the  regions  will  create  opportunities  for  better  and  more  efficient 
client  service,  increased  information  sharing,  and  coordinated  service  delivery  and  program 
development 

•  an  integrated  regional  management  model  is  compatible  with  and  will  support  the  ministry's 
direction  that  decisions  be  made  closer  to  where  responsibilities  and  accountabilities  rest,  and 
the  government's  direction  that  additional  management  layers  should  not  be  created 

•  the  management  model  will  ensure  a  better  use  of  resources:  for  example,  by  combining  support 
functions  where  feasible,  duplication  and  inefficiencies  will  be  eliminated 
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•  separate  Regional  Directors  of  Crown  Attorneys  are  being  retained  in  order  to  ensure 
independence  of  decision-making  and  accountability  with  respect  to  the  ministry's  prosecutorial 
function  and  to  avoid  potential  conflicts  of  interest 

Implementation  of  New  Directions: 

•  a  working  group  will  be  constituted  shortly  to  work  out  the  details  of  the  integrated  management 
model 

•  it  is  anticipated  that  the  details  of  the  model  will  be  finalized  by  September,  1994  and  the  new 
model  implemented  in  the  Fall,  1994 
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Regional  Offices 
-  Integrated  Management  Model 
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H  ead 
Office 


Civil  Law  Division 


Background: 


•  the  Civil  Law  Division  provides  civil  legal  services  to  the  provincial  government,  including  other 
ministries  and  agencies,  boards  and  commissions 

•  legal  services  are  provided  by  the  Crown  Law  Office  -  Civil  which  is  situated  within  the  Ministry 
of  the  Attorney  General,  and  by  Seconded  Legal  Services  which  has  ministry  lawyers  who  are 
seconded  to  and  located  within  the  different  ministries  and  agencies,  boards  and  commissions 

•  while  civil  legal  services  are  largely  decentralized  (there  are  23  branches),  they  are  not  generally 
delivered  on  a  regional  basis  through  regional  offices;  in  a  few  instances,  however,  there  is  some 
localized  delivery  (e.g.  to  the  Ministry  of  the  Solicitor  General  and  Correctional  Services  in 
Orillia,  to  the  Ministry  of  Finance  in  Oshawa  and  to  the  Family  Support  Plan  in  various  cities). 
Civil  legal  services  in  the  regions  are  provided,  in  most  cases,  either  by  ministry  lawyers  who 
travel  from  Toronto  or  by  private  lawyers  retained  by  the  government 

•  the  Official  Guardian's  Office  and  the  Office  of  the  Public  Trustee  are  also  situated  within  the 
Civil  Law  Division  and  report  administratively  to  the  Assistant  Deputy  Attorney  General  -  Civil 
Law 


•  in  1993,  the  Civil  Law  Program  Review  was  initiated  to  recommend  ways  of  improving  the 
delivery  of  civil  legal  services  to  client  groups;  the  Report  included  a  number  of 
recommendations  directed  at  reorganizing  the  way  civil  legal  services  are  delivered  and 
administrative  improvements.  These  recommendations  are  discussed  in  more  detail  at  Tab  C, 
p.  1 5 

•  the  Social  Justice  Review  Project,  which  was  also  initiated  in  1993,  reviewed  the  delivery  of 
client  services  for  vulnerable  people,  including  client  services  provided  by  the  Official  Guardian 
and  the  Office  of  the  Public  Trustee;  a  central  recommendation  of  the  final  Report  was  that  these 
programs,  as  well  as  other  social  justice  programs,  should  be  co-located  in  a  new  division  that 
focused  on  service  delivery  to  vulnerable  clients.  The  recommendations  of  the  Review  are 
discussed  in  more  detail  at  Tab  C,  p.1 

New  Directions: 


•  a  number  of  changes  to  the  delivery  of  civil  legal  services  will  be  made,  including: 

=>  the  creation  of  "practice  groups"  of  lawyers  and  staff  dedicated  to  a  discrete  area  of  law,  such 
as  litigation  and  labour  law,  who  will  provide  specialized  expertise 

=>  the  "clustering"  or  grouping  of  legal  branches  to  further  a  community  of  interest  and  facilitate 
information  sharing 

=>  a  "reserve  on  resources"  whereby  legal  branches  will  make  available  up  to  10%  of  staff 
resources  (lawyer  and  non-lawyer)  if  requested  to  address  emerging  and  changing  priorities, 
strategic  priorities,  or  special  ministry  projects 
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=>  a  "surcharge  for  infrastructure"  whereby  2%  of  a  client  group's  legal  services  budget  will  be 

contributed  by  client  ministries  on  an  annual  basis  to  fund  initiatives  directed  at  improving 

client  service 

=>  "administrative  and  management  improvements"  which  will  include: 

•  the  creation  of  a  "Business  Advisory  Branch"  which  will  provide  support  to  the  Division 
in  such  areas  as  financial  management,  information  technology,  operational  policies  and 
procedures,  education  and  training,  planning  and  client  service 

•  expansion  of  self-directed  work  teams 

•  development  of  a  divisional  strategic  plan  and  information  technology  plan 

•  additional  human  resources  initiatives  (e.g.  staff  skills  inventory,  training  and  development 
plans) 

•  enhanced  accountability  and  customer  service  (e.g.  customer  service  committee, 
revamped  Division  Management  Committee,  Directors'  Council  and  Office  Managers' 
Forum,  service  delivery  agreements,  best  practices  review) 

•  improved  communication  links  through  investment  in  technology  and  other  types  of 
information  sharing 

•  more  rigorous  scrutiny  of  private  sector  retentions  in  order  to  minimize  the  use  of  outside 
counsel 

•  better  use  of  non-lawyer  staff  to  perform  certain  functions  currently  performed  by  lawyers 

•  implementation  of  case  management  and  time  docketing 

•  Crown  Law  Office  -  Civil  is  internally  assessing  its  role  in  partnership  with  its  clients  and  changes 
will  be  implemented  which  will  strengthen  customer  service  and  accountability.  The  Office  will 
continue  to  develop  its  expertise  in  and  play  an  expanded  role  in  the  coordination  of 
interministerial  projects  such  as  institutional  abuse 

•  as  recommended  by  the  Social  Justice  Review,  the  Official  Guardian's  Office  and  the  Office  of 
the  Public  Trustee  will  be  moved  from  the  Civil  Law  Division  to  a  new  division,  the  Social 
Justice  Services  Division  (see  Tab  D,  p.34) 

•  the  Constitutional  Law  Division  will  return  to  the  Civil  Law  Division  as  the  Crown  Law  Office- 
Constitutional  headed  by  a  Director  (see  Tab  D,  p.1 1) 

•  the  ministry  will  consider  the  delivery  of  civii  legal  services  by  ministry  lawyers  on  a  regional 
basis  and,  over  the  next  year,  design  and  implement  one  or  more  pilot  projects  in  order  to 
evaluate  cost  and  service  delivery  effectiveness 

•  in  addition,  the  merger  of  some  legal  branches  to  improve  service  delivery  is  being  considered 
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Reasons  for  New  Directions: 


•  the  new  directions  with  respect  to  service  delivery  are  in  direct  response  to  the  recommendations 
of  the  Civil  Law  Program  Review  and  the  need  to: 

=>  be  as  responsive  to  client  needs  as  possible,  foster  a  greater  cooperation  and  information 
sharing  among  legal  branches,  and  facilitate  a  quicker  turnaround  of  work 

=>  provide  for  expertise  and  consistency  in  certain  areas  of  civil  law 

=>  move  the  organization  forward  and  take  advantage  of  innovative  management  and  service 
delivery  techniques 

=>  reduce  the  number  of  management  layers 
=>  reduce  reliance  on  outside  counsel 

=*  ensure  that  resources  are  available  to  meet  government  priorities 

•  relocating  the  Official  Guardian's  Office  and  the  Office  of  the  Public  Trustee  to  a  new  Social 
Justice  Services  Division,  together  with  other  ministry  social  justice  programs,  was  a  central 
recommendation  of  the  Social  Justice  Review;  this  new  direction  acknowledges  the  need  for  a 
stronger  focus  on  providing  high  quality  services  to  the  ministry's  vulnerable  clients 

•  regionally  based  civil  legal  services  pilot  project(s)  are  being  implemented  in  order  to  test  the 
effectiveness  of  this  type  of  service  delivery  and  to  evaluate  cost 

Implementation  of  New  Directions: 

•  the  ministry  is  in  the  process  of  implementing  the  new  directions  with  respect  to  service  delivery 

•  a  number  of  these  directions,  for  example,  those  relating  to  administrative  changes,  the  creation 
of  the  Business  Advisory  Group,  clustering  of  legal  branches,  client  reserves  and  surcharges  will 
be  implemented  within  the  next  three  to  six  months 

•  the  creation  of  practice  groups  will  be  reviewed  over  the  next  12  months,  which  may  include 
the  following  areas: 

=*  labour  relations  /  employment  law 

(adding  to  Management  Board  Secretariat  -  Labour  Relations  Project,  which  is  in  place  as  of 
April,  1994) 

=>  central  litigation  (building  on  the  Crown  Law  Office  -  Civil) 

=>  administrative  law  to  regulatory  agencies,  boards  and  commissions 
=>  corporate  /  commercial 

•  the  Official  Guardian's  Office  and  the  Office  of  the  Public  Trustee  will  be  relocated  to  the  new 
Social  Justice  Services  Division  by  August,  1994 

•  the  Constitutional  Law  Division  will  be  reunited  with  the  Civil  Law  Division  by  June,  1994 

•  a  working  group  will  be  constituted  by  early  Fall,  1994  to  design  the  regional  civil  legal  services 
pilot  project;  it  is  anticipated  that  the  pilot(s)  will  be  in  place  by  1995 
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Office 


Constitutional  Law  Division 


Background: 

•  the  Constitutional  Law  and  Policy  Division  is  the  smallest  of  the  divisions  in  the  Ministry  of  the 
Attorney  General,  with  a  total  staff  of  33 

•  the  Division  was  originally  part  of  the  Crown  Law  Office-Civil,  but  became  a  separate  division 
in  order  to  meet  the  extraordinary  demands  of  the  constitutional  talks  in  the  Meech 
Lake/Charlottetown  Accord  era;  with  the  completion  of  those  talks,  the  workload  of  the  Division 
has  stabilized 

•  the  Division  undertakes  litigation  and  provides  advice  primarily  on  civil  constitutional  issues 
relating  to  both  division  of  powers  and  Charter  of  Rights  questions  and  also  provides  some 
support  for  constitutional  issues  arising  in  the  criminal  context 


New  Directions: 


•  the  Division  will  return  to  the  Civil  Law  Division  as  the  Crown  Law  Office-Constitutional  headed 
by  a  Director 

•  the  Director  of  the  Office,  who  will  report  to  the  ADM-Civil,  will  have  responsibilities  parallel 
to  those  of  other  Civil  Division  Directors,  and  additionally  will  sit  with  the  Division  Heads  of  the 
Civil,  Criminal,  and  Policy  Divisions  on  the  Litigation  Issues  Committee.  The  Litigation  Issues 
Committee  (see  Tab  D,  p.30)  is  a  recently  formed  subcommittee  of  SMC  which  is  responsible 
for  identifying  major  policy  issues  arising  within  ministry  litigation  and  deciding  upon  the 
appropriate  process  for  resolving  these  issues 

•  the  Director  will  also  be  the  Chair  of  the  Constitutional  Coordinating  Committee,  which  is  an 
i nterdi visional  committee  that  provides  a  forum  for  consultation  on  constitutional  issues  and  will 
provide  a  link  between  that  committee  and  the  Litigation  Issues  Committee 

®  the  Constitutional  Coordinating  Committee  will  take  on  a  greater  role  by  carrying  real 
responsibility  to  work  on  the  details  of  inter-divisional  cases  with  constitutional  issues 

•  the  Director  will  also  be  responsible  for  coordinating  the  agenda  for  the  weekly  Interdivisional 
Litigation  briefings  of  the  Attorney  General 

•  the  Education  Committee  within  the  Office  will  continue  to  ensure  that  there  is  appropriate 
education  and  training  for  other  government  lawyers  on  constitutional  issues 

•  within  the  Office,  individual  counsel  will  take  on  greater  responsibility  for  review  of  individual 
opinions  and  factums,  and  for  coordinating  with  clients  in  other  legal  branches 

®  consistency  of  approach  will  be  maintained  with  the  Criminal  Law  Division,  in  part  through 
ongoing  secondments  and  discussion  of  issues  at  the  Constitutional  Coordinating  Committee 
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Reasons  for  New  Directions: 


•  the  remerger  of  the  Constitutional  Law  Division  with  the  Civil  Law  Division  will  ease  the 
administrative  burden  at  the  divisional  management  level;  at  the  same  time  the  strengthening  of 
the  Constitutional  Coordinating  Committee  and  the  role  of  the  Director  of  Constitutional  Law  on 
the  Litigation  Issues  Committee  will  ensure  that  a  distinct  constitutional  voice  will  continue  to 
be  heard  on  significant  constitutional  issues  raising  Charter  or  division  of  powers  questions 

implementation  of  New  Directions: 

•  Constitutional  Law  will  be  reunited  with  the  Civil  Law  Division  by  June,  1994 

•  the  Director  will  take  on  new  responsibilities  on  the  Litigation  Issues  Committee  and 
Interdivisional  Litigation  briefings,  and  will  assist  in  strengthening  the  role  of  the  Constitutional 
Coordinating  Committee,  in  coordinating  the  office's  input  into  education  and  training  in  the 
Civil  Law  Division,  and  in  making  internal  changes  consistent  with  strategic  planning  initiatives 
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Head 

Office 


Courts  Administration  Division 


Background: 

•  the  Courts  Administration  Division,  which  is  the  largest  division  in  terms  of  staffing  and  budget, 
is  responsible  for  the  effective  operation  of  Ontario's  court  offices  and  support  to  the  courts  in 
Ontario's  officially  bilingual  justice  system 

•  in  addition,  the  Division: 

=»  monitors  and  enforces  support  obligations  required  by  support  orders  or  agreements  filed 
with  the  court  through  the  Family  Support  Plan 

=>  has  lead  responsibility  for  the  Integrated  Safety  Project,  which  is  considering  ways  to  improve 
client  service  and  justice  operations  through  such  initiatives  as  enhanced  five  collection 
methods,  photo  radar,  and  automated  court  reporting 

•  the  work  of  the  Division  is  carried  out  through  regional  and  local  offices 

•  the  Program  Development  Branch  supports  regional  operations  through  operational  policy 
development,  financial  planning  and  budgeting,  and  the  development  of  operating  manuals, 
directives  and  program  standards 

•  liaison  with  the  Chiefs  of  the  Provincial  Division,  General  Division,  and  Court  of  Appeal  is 
carried  out  through  executive  staff  assigned  to  each  Chief  Justice/Judge's  Office 

New  Directions: 

•  in  collaboration  with  the  Criminal  Law  and  Finance  and  Administration  Divisions,  an  Integrated 
Regional  Management  Model  will  be  developed  consisting  of  two  Regional  Directors  -  a  Regional 
Director  for  Crown  Attorneys  and  a  Regional  Director  for  Operations,  with  an  integrated 
Corporate  Services  Unit  supporting  both  Regional  Directors 

•  Regional  Directors  for  Operations  will  be  responsible  for  regional  delivery  of  courts 
administration,  the  Family  Support  Plan,  and  potentially  the  new  Public  Guardian  and  Trustee 
program;  Regional  Directors  for  Operations  will  provide  for  the  day-to-day  management  of 
programs  in  the  field,  while  specialist  program  direction  will  be  provided  by  Head  Office  (see 
Tab  D,  p.5) 

•  the  Family  Support  Plan  will  be  moved  to  the  new  Social  Justice  Services  Division,  which  will 
assume  responsibility  for  setting  program  directions  and  standards 

•  the  Division  and  the  Chief  Judge  of  the  Provincial  Court  will  continue  to  refine  their  respective 
roles  and  responsibilities  pursuant  to  the  Memorandum  of  Understanding  (MOU)  entered  into 
in  June,  1 993 

•  the  Division  will  pursue  similar  MOUs  with  the  General  Division  and  the  Court  of  Appeal 
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Reasons  for  New  Directions: 


•  an  integrated  management  support  model  for  the  regions  will  create  opportunities  for  better  and 
more  efficient  client  service,  increased  information  sharing,  and  coordinated  service  delivery  and 
program  development.  The  model  will  also  ensure  a  better  use  of  resources:  by  combining 
support  functions  where  feasible,  duplication  and  inefficiencies  will  be  eliminated 


: 


relocating  the  Family  Support  Plan,  together  with  other  ministry  social  justice  programs,  to  a  new 
Division  was  a  central  recommendation  of  the  Social  Justice  Review;  this  new  direction 
acknowledges  the  need  for  a  stronger  focus  on  providing  high  quality  services  to  the  ministry's 
vulnerable  clients 


;li8f 


Ay 

y-V': 


an  important  action  under  Direction  1  of  the  Strategic  Plan  -  "Improve  Service  to  our  Clients  and 
the  Public"  -  is  "to  continue  to  develop  an  understanding  with  the  judiciary  about  areas  of 
separate  and  joint  responsibility  through  signed  memoranda  of  understanding" 


a 


Implementation  of  New  Directions: 


s,\- 
>■  vyy. 


i  is 


a  working  group  will  be  constituted  shortly  to  work  out  the  details  of  the  integrated  management 
model;  it  is  anticipated  that  the  model  will  be  finalized  by  September,  1994  and  in  place  later 
this  Fall 


•  the  Family  Support  Plan  will  be  transferred  to  the  new  Social  Justice  Services  Division  by  August, 
1994  when  the  Division  will  become  operational 


yffyS; 


P.A 


s®§ 

pail 


the  ministry  has  commenced  discussions  with  the  Chief  Justices  of  the  General  Division  and  the 


Court  of  Appeal  concerning  entering  into  Memoranda  of  Understanding 
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H  ead 
Office 


Criminal  Law  Division 


Background: 

•  the  Criminal  Law  Division  is  responsible  for  the  prosecution  of  criminal  cases  before  all  courts 
in  the  province 

•  the  Division  currently  consists  of  eight  regional  offices  each  headed  by  a  Regional  Director  of 
Crown  Attorneys  and  the  following  four  Head  Office  branches: 

=>  Crown  Law  Office  -  Criminal  -  which  is  responsible  for  certain  complex  prosecutions, 
appeals  to  the  Ontario  Court  of  Appeal  and  the  Supreme  Court  of  Canada,  providing 
specialized  legal  advice  on  a  broad  range  of  matters,  and  criminal  law  policy 

=>  Office  of  the  Director  of  Criminal  Prosecutions  -  which  is  responsible  for  prosecutions 
relating  to  allegations  of  wrongdoing  on  the  part  of  justice  officials,  including  the  police,  as 
well  as  special  applications  such  as  dangerous  offenders  and  other  matters  requiring  the 
Attorney  General's  consent 

=>  Divisional  Planning  and  Administration  -  which  provides  administrative  support  to  the 
Division  in  such  areas  as  finance,  human  resources,  information  technology  and  operational 
policy  and  planning 

=>  Victim/Witness  Assistance  Program  -  which  provides  assistance  to  victims  and  witnesses  of 
crime  in  12  centres  across  the  province  by,  for  example,  providing  them  with  information 
and  support  throughout  criminal  court  proceedings 

•  the  Division  is  headed  by  an  Assistant  Deputy  Attorney  General  -  Criminal  Law  and  is  managed 
by  a  Committee  made  up  of  the  ADAG-Criminal  and  the  8  Regional  Directors,  4  Head  Office 
Directors  and  a  Divisional  Coordinator.  In  many  other  jurisdictions,  the  Assistant  Deputy 
Attorney  General  -  Criminal  position  is  held  by  a  "Director  of  Public  Prosecutions"  who  is  more 
independent  from  government 

New  Directions: 

•  the  Office  of  the  Director  of  Criminal  Prosecutions  (DCP)  will  be  incorporated  into  the  Crown 
Law  Office  -  Criminal;  the  functions  of  the  DCP  will  be  provided  by  a  small  team  of  centralized 
counsel,  as  well  as  by  counsel  seconded  from  the  regions,  headed  by  a  Chief  Counsel,  Special 
Investigations.  A  Coordinating  Committee  chaired  by  the  Director  of  the  Crown  Law  Office  - 
Criminal  and  including  two  Regional  Directors,  the  Chief  Counsel  of  Special  Investigations  and 
an  additional  senior  prosecutor  will  be  responsible  for  assigning  cases. 

•  the  Division  will  study  the  "Director  of  Public  Prosecutions  Model"  to  determine  whether  this 
approach  would  be  appropriate  for  Ontario 

•  the  Criminal  Injuries  Compensation  Board,  which  provides  compensation  to  victims  of  crime  and 
currently  has  an  administrative  reporting  relationship  with  the  Assistant  Deputy  Attorney  General 
-  Finance  and  Administration  Division,  will  be  transferred  to  the  Criminal  Law  Division  and 
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receive  administrative  support  from  the  Director  of  the  Victim/Witness  Assistance  Program 

•  in  response  to  directions  set  by  Management  Board  Secretariat  with  respect  to  delayering  (see 
Tab  D,  p.41),  the  ministry  will  consider  consolidating  some  services  in  the  field  as  opportunities 
arise;  for  example,  over  the  past  year,  the  Courts  Administration  Division  has  consolidated  some 
Court  Services  Manager  positions  in  the  field  when  positions  become  vacant.  The  Criminal  Law 
Division  will  experiment  in  a  similar  fashion. 

Reasons  for  New  Directions: 


the  new  directions  are  in  response  to  the  goals  of  the  Strategic  Plan  to  improve  service  delivery 
to  our  clients  and  the  public,  and  to  create  organizational  structures  that  are  more  streamlined 
and  effective 

the  amalgamation  of  the  Office  of  the  Director  of  Criminal  Prosecutions  with  the  Crown  Law 
Office  -  Criminal  will  result  in  more  streamlined  and  coordinated  service  delivery  with  an 
enhanced  ability  and  commitment  to  draw  upon  the  province's  most  senior  prosecutors  from 
both  Head  Office  and  the  field  (through  secondments)  in  relation  to  matters  involving  justice 
officials  charged  with  serious  offences 


•  the  study  of  the  Director  of  Public  Prosecutions  Model  supports  our  commitment  to  evaluate 
service  delivery  models  and  consider  new  ways  of  providing  ministry  services 


•  the  transfer  of  the  Criminal  Injuries  Compensation  Board  to  the  Criminal  Law  Division  will 
provide,  together  with  the  Victim/Witness  Assistance  Program,  a  stronger  focus  on  victims'  issues, 
and  will  facilitate  a  more  coordinated  approach  to  the  planning  and  management  of  victims' 
services 

Implementation  of  New  Directions: 

•  the  Office  of  the  Director  of  Criminal  Prosecutions  will  be  incorporated  into  the  Crown  Law 
Office  -  Criminal  by  June,  1 994  under  the  direction  of  the  Chief  Counsel,  Special  Investigations. 
The  Crown  Law  Office  -  Criminal  is  conducting  an  internal  re-structuring  to  incorporate  these  and 
other  changes 

•  a  special  working  group  will  be  constituted  shortly  to  consider  the  Director  of  Public 
Prosecutions  Model  and  will  report  by  the  end  of  1994 


•  the  Criminal  Injuries  Compensation  Board  will  be  transferred  to  the  Criminal  Law  Division  by 
July,  1994 
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Finance  and  Administration  Division 


Background: 

•  at  present,  the  Division  has  three  main  roles: 

.  establishing  finance  and  administration  policies 
.  providing  services  (e.g.  translation,  mail  room,  printing) 

.  managing  corporate  processes  (e.g.  payroll,  purchasing,  budgeting) 

•  these  three  roles  apply  to  the  following  functions: 

=*■  information  technology  and  telecommunications  services 

=>  human  resources 

=*  financial  and  administrative  services 

=>  audit  services 

=>  facilities  and  accommodation 

=>  research  and  evaluation,  law  library,  central  registry 
=>  freedom  of  information  and  protection  of  privacy 
=>  French  language  services 
=>  Accountant  of  the  Ontario  Court  (AOC) 

•  the  Division  provides  administrative  support  to  the  following  agencies,  boards  and  commissions, 
and  to  the  Ontario  Native  Affairs  Secretariat: 

=>  Ontario  Law  Reform  Commission  (OLRC) 

=>  Assessment  Review  Board  (ARB) 

=>  Criminal  Injuries  Compensation  Board  (CICB) 

=>  Police  Complaints  Commissioner  (PCC) 

=>  Boards  of  Inquiry  (BOI) 

=>  Royal  Commissions 

•  the  Division  has  been  reviewing  its  organizational  design  through  a  number  of  internal  exercises, 
including  the  Delivery  of  Support  Services  Task  Force  review 

•  the  strategic  planning  exercise  identified  a  number  of  shortcomings  with  respect  to  the 
organizational  effectiveness  of  the  ministry,  including  the  need  "to  move  decision-making  to  the 
lowest  level  practicable"  and  "to  be  clear  about  which  functions  are  decentralized  and  support 
them" 

•  at  present,  most  of  the  functions  performed  by  the  Division  are  centralized  in  Toronto.  Some 
of  the  functions,  such  as  human  resources  staffing,  have  been  delegated  or  "decentralized"  to  the 
program  areas.  In  addition,  the  "tools  to  do  the  job"  (e.g.  financial  management)  are  very 
centralized 
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New  Directions: 


®  the  overall  direction  of  the  Division  will  be  to: 

•  strengthen  its  policy  role 

•  streamline  services 

•  decentralize  processes  where  appropriate 

•  the  Division  will  undergo  a  role  transformation  that  will  result  in: 

=>  a  client-focused  organization  that  is  more  responsive  to  the  changing  needs  of  the  ministry 
and  the  different  program  areas 

=>  delegation  of  authority  to  the  appropriate  level  in  the  program  areas;  including  a  clearly 
defined  accountability  framework  with  authority  and  responsibility  delegated  to  the  level 
closest  to  where  the  impact  of  decision-making  is  the  greatest 

=>  increased  decision-making  ability  of  front-line  staff 

=>  a  Head  Office  that  provides  consistent  ministry  policies,  common  standards,  specialized 
advice  and  that  supports  service  delivery  across  the  province 

=>  better  trained  employees  with  the  proper  tools  and  standards  to  support  their  performance 

•  in  partnership  with  Courts  Administration  and  the  Criminal  Law  Divisions,  the  Division  will 
participate  in  the  implementation  of  a  more  integrated  regional  management  structure  which 
includes  a  "Corporate  Services  Unit"  supporting  the  Regional  Directors.  The  Corporate  Services 
Unit  will  provide  the  financial,  human  resources,  technology,  training  and  other  support  services 
for  the  regions  (see  Tab  D,  p.5).  Consideration  will  be  given  to  purchasing  support  services  that 
are  already  being  provided  in  the  region  by  other  ministries 

•  the  Division  will  be  responsible  for  coordinating  the  implementation  of  corporate  strategies,  i.e. 
the  Corporate  Information  Technology  Strategy  and  the  Ministry  Training  Framework  (see  Tab 
E  where  these  are  discussed)  and  other  emerging  corporate  strategies 

•  the  Employment  Equity  Office,  the  Workplace  Discrimination  and  Harassment  Prevention  Office 
(WDHP  Office)  and  the  Anti-Racism  Unit,  which  will  continue  as  separate  offices,  have  been 
commonly  situated  in  the  Finance  and  Administration  Division  and  report  administratively  to  the 
Assistant  Deputy  Attorney  General  of  the  Division,  while  continuing  to  receive  strategic  direction 
from  the  Deputy  Attorney  General 

•  an  "integrated  equity  strategy"  and  action  plan  will  be  created  which  encompasses  employment 
equity,  anti-racism  and  workplace  harassment  (see  Tab  D,  p.22) 

•  equity  principles  will  be  integrated  into  all  corporate  services'  policy  development,  planning, 
standards  and  practices 

•  the  Research  and  Evaluation  Unit  will  be  transferred  to  the  Policy  Development  Division.  The 
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Library  and  the  Central  Registry  will  remain  in  the  Finance  and  Administration  Division 

•  the  Criminal  Injuries  Compensation  Board  will  be  transferred  to  the  Criminal  Law  Division 

•  the  Accountant  of  the  Ontario  Court  will  be  transferred  to  the  new  Social  Justice  Services 
Division  (see  Tab  D,  p.34) 

•  the  Finance  and  Administration  Division  will  be  renamed  the  "Corporate  Services  Division"  to 
reflect  the  full  range  of  corporate  support  services  that  it  provides  to  the  ministry 

Reasons  for  New  Directions: 

®  these  new  directions  are  in  response  to  concerns  raised  during  the  strategic  planning  exercise 
about  the  need  to  create  an  organizational  structure  that: 

==>  makes  it  easier  to  provide  efficient  high  quality,  province-wide  service 

=>  moves  decision-making  as  close  to  the  front-line  as  possible,  and 

=>  provides  the  staff  with  the  tools  to  do  the  job 

Implementation  of  New  Directions: 

•  implementation  of  these  new  directions  will  occur  within  the  next  year  and  will  include  the 
following  3  components: 

=>  strengthening/building  the  foundation  to  support  the  role  transformation 
=>  creating  a  more  client-service  oriented  Division 
=>  internal  structural  changes  to  the  Division 

1.  Strengthening/Building  the  Foundation 

•  strengthening/building  the  foundation  to  support  the  role  transformation  will  be  achieved 
in  a  collaborative  way  through  a  close  partnership  with  ali  program  areas,  and  will 
include: 

=>  in  order  to  eliminate  duplication  and  foster  a  greater  delegation  of  authority,  clearly 
defining  the  roles,  responsibilities  and  accountabilities  of  staff  within  the  Division  for 
corporate  services  functions;  for  example, 

•  by  July,  1994,  human  resources  and  financial  management  delegation  of 
authority  will  be  revised  to  reduce  levels  of  approval 

=>  with  the  ongoing  involvement  of  regional  and  program  staff,  updating/establishing 
corporate  services'  policies,  procedures  and  standards  to  support  a  greater  delegation 
of  decision-making  and  to  integrate  equity  principles;  for  example, 

•  by  June,  1994,  the  purchasing  policy  will  be  revised  to  increase  the  dollar 
amount  of  goods  and  services  that  can  be  purchased  by  local  offices  without 
further  approval 
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by  July,  1994,  the  policy  for  reimbursement  of  employee  expenditures  will 
be  revised  to  reduce  the  number  of  levels  of  approval 


=>  by  the  end  of  1994,  expanding  the  ministry's  wide  area  computer  network  to  connect 
another  1  5  to  20  major  offices  to  permit  electronic  mail,  document  transfer,  and 
other  business  applications;  by  the  end  of  1 995,  ensuring  that  all  ministry  offices  are 
interconnected  by  computer  network 

=>  immediately  and  on  an  ongoing  basis,  ensuring  that  employees  receive  the  training 
in  corporate  services  functions/tools  they  require  to  assume  greater  responsibility;  this 
will  be  supported  by  the  Ministry  Training  Framework  which  is  in  place  (see  Tab  E, 
p.  4);  for  example, 

•  by  May,  1994,  begin  training  managers  and  front-line  service  providers  on 
the  roles  and  responsibilities  of  effective  delivery  of  French  Language  Services 

2.  Creating  a  Client-Service  Oriented  Division 

•  as  the  Division  provides  services  to  every  employee  of  the  ministry,  we  are  all  "clients" 
of  the  Division.  Over  the  next  eight  months,  while  the  foundation  is  being  put  in  place 
to  support  the  role  transformation,  steps  will  be  taken  to  ensure  that  the  Division 
becomes  more  client-service  oriented;  for  example: 


=>  by  June,  1994,  a  schedule  of  site  visits  will  be  established,  pursuant  to  which 
Division  staff  will  meet  with  program  area  staff,  including  staff  in  the  regional  and 
local  offices,  to  become  more  sensitive  to  different  client  needs 


=>  by  Fall  1 994,  administrative  processes  relating  to  employee  expense  claims,  payment 
of  invoices,  and  employee  recruitment  and  attendance  will  have  been  reviewed  with 
client  input  and  unnecessary  levels  of  approval  eliminated 

=>  by  late  Fall  1994,  with  client-input,  simplified  procedures  and  common  standards  for 
corporate  services  will  be  established,  and  set  out  in  plain  language,  user  friendly 
manuals  and  other  communication  vehicles  (such  as  computer  disk,  and  electronic 
mail)  for  client  reference 

=>  by  Fall  1994,  the  Corporate  Financial  Information  System  (FIS)  will  be  further 
decentralized  to  provide  more  regional  and  local  offices  with  computer  access  to  the 
Division's  financial  information  system.  This  will  allow  these  offices  to  assume  direct 
responsibility  for  such  processes  as  budget  forecasting  and  the  reimbursement  of 
employee  expense  claims.  At  present,  the  budget  forecast  function  has  been 
delegated  to  all  regional  and  local  Courts  Administration  Offices  and  is  being 
evaluated.  A  pilot  to  assess  the  use  of  FIS  to  process  employee  expense  claims  will 
be  implemented  this  Spring  in  one  regional  Courts  Administration  Office 
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3.  Structural  Changes  to  the  Division 


•  the  following  structural  changes  have  been  or  will  be  made: 

=*  in  April,  1994,  the  Equity  Offices  were  co-located  in  the  Division 

=>  in  June,  1994,  the  Research  and  Evaluation  Unit  will  be  transferred  to  the  Policy 
Division 

=>  by  July,  1994,  the  Criminal  Injuries  Compensation  Board  will  be  transferred  to  the 
Criminal  Law  Division 

=*  by  August,  1 994,  the  Accountant's  Office  will  be  transferred  to  the  new  Social  Justice 
Services  Division 

•  by  the  end  of  1994,  decisions  will  be  made  concerning  whether  additional  structural 
changes  are  necessary  to  support  the  Division's  role  transformation 
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Background: 


French  Language  Services  Branch. 

Aboriginal  Issues  Group,  and  Equity  Offices 

-  '  •  ■  '  '  :  '  •; .  '\  ;; 


(a)  French  Language  Services  Branch  (FLS  Branch) 

•  the  FLS  Branch  was  established  in  1979;  it  provides  advice  and  support  to  ministry 
employees  in  carrying  out  the  government's  legislated  mandate  to  provide  services  in  French. 
The  Branch  also  promotes  the  use  of  French  within  Ontario's  officially  bilingual  justice 
system 

•  in  November,  1993,  a  French  Language  Services  Action  Plan  was  approved  by  Senior 
Management  Committee.  The  objective  of  the  Action  Plan  is  to  improve  the  ministry's 
ability  to  serve  French-speaking  clients  in  a  responsive  and  proactive  manner  and  to  make 
the  justice  system  more  accessible  to  Ontario's  francophone  community 

•  the  FLS  Branch  is  working  closely  with  managers  and  staff  to  inform  them  of  their  role  and 
responsibilities  in  ensuring  that  service  delivery  to  French-speaking  customers  is  timely,  of 
a  consistently  high  quality,  and  accessible 

•  the  ministry's  French  Language  Services  Council  is  being  restructured  to  include  a  senior 
representative  from  each  Division  and  the  Attorney  General's  Advisory  Committee  on  French 
Language  Services  is  being  reactivated  in  order  to  obtain  the  francophone  community's  input 
into  the  delivery  of  ministry  services  to  French-speaking  clients 

•  the  Coordinator  reports  to  the  ADM-Finance  and  Administration  Division 

(b)  Aboriginai  Issues  Group 


•  the  Aboriginal  Issues  Group  was  established  in  June,  1993,  to  provide  a  coordinated 
approach  to  aboriginal  programs,  projects,  policy,  law  and  litigation  carried  out  in  various 
Divisions  and  to  provide  a  single  point  of  contact  for  other  ministries  and  aboriginal 
committees 

•  the  Group  includes  several  full  time  core  staff  from  the  Policy  Development  Division  and 
part-time  members  from  the  Criminal,  Civil,  Courts  Administration  and  Finance  and 
Administration  Divisions.  The  part-time  members  remain  in  and  under  the  supervision  of 
their  home  Divisions,  but  their  work  on  aboriginal  issues  is  coordinated  by  the  group 

•  ministry  activities  in  this  area  include  supporting  several  jushce  projects,  participating  in  self- 
government  and  other  negotiations,  providing  legal  advice  and  opinions,  conducting 
litigation,  and  funding  a  variety  of  special  programs  such  as  the  Native  Courtworker  and 
Justice  of  the  Peace  programs,  legal  aid  clinics,  and  the  Nishnawabe-Aski  Legal  Services 
Corporation 

•  functions  of  the  Group  include: 

=>  establishing  special-purpose  committees  and  teams  to  address  coordination  issues 
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=>  centralized  tracking  of  aboriginal  legal  issues 

=>  dissemination  of  issues  through  a  monthly  newsletter  and  voice-mail  broadcasts 
=>  training 

=>  advice  on  and  coordination  of  aboriginal  litigation 

•  the  Coordinator  of  the  Aboriginal  Issues  Group  reports  to  the  Director  of  the  Policy 
Development  Division 

(c)  Equity  Offices 

(i)  Employment  Equity  Office 


•  the  Employment  Equity  Office  was  established  in  June,  1992  by  a  Management  Board 
Directive  in  order  to  facilitate  an  accelerated  employment  equity  program  and  to  place  the 
ministry  in  a  position  to  comply  with  the  government's  employment  equity  legislation  (Bill 
79),  which  will  be  proclaimed  shortly 

•  the  mandate  of  the  Office  is  to  support  the  goal  of  a  workplace  where  designated  groups  are 
equitably  represented  in  all  occupations  and  all  levels  within  the  organization 

•  designated  groups  are:  aboriginal  people;  persons  with  disabilities;  racial  minorities; 
francophones;  and  women 

•  activities  of  the  Office  in  pursuit  of  this  mandate  include: 


=>  Policy  Review  and  Development 
=>•  Employment  Equity  Data  Management 
=>  Accommodation  in  employment 
for  persons  with  disabilities 
=>  Human  Resources  Planning 
=>  Setting  Equity  Goals  &  Timetables 


=»  Workforce  Analysis 
=>  Employment  Systems  Review 
=>  Positive  Measures/Special 
Programs 

=>  Training  &  Education 
=>  Monitoring  employment  practices 


(ii)  Workplace  Discrimination  and  Harassment  Prevention  (WDHP) 

•  the  WDHP  Office,  which  began  operating  in  1992,  was  created  to  implement  the 
government's  WDHP  policy 

•  the  WDHP  policy  prohibits  discrimination  in  the  workplace  on  all  grounds  covered  by  the 
Human  Rights  Code  including  race,  ancestry,  ethnic  origin,  religion,  language,  sex,  sexual 
orientation,  disability,  age,  family  or  marital  status  and  citizenship 

•  pursuant  to  the  WDHP  policy: 

=>  a  complaints  process  has  been  established  which  includes  an  investigation  into  the 
complainant's  allegations  and,  where  a  violation  of  the  policy  is  found,  recommended 
remedies 

=>  management  is  required  to  prevent  and  address  complaints  in  the  workplace 
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(iii)  Anti-Racism  Unit 


•  the  Anti-Racism  Unit,  which  began  operating  in  January,  1993,  was  created  to  address  issues 
of  race  equity  identified  in  reports  commissioned  by  the  ministry,  as  well  as  the  Stephen 
Lewis  Report 


the  mandate  of  the  Unit  is  to  develop  programs  and  policy  to  address  racism  in  the  ministry 
and  the  justice  system 

the  Unit  provides  racism  awareness  education  to  staff  through  such  methods  as  training 
sessions,  seminars,  and  conferences.  A  community  liaison  framework  is  being  developed 
to  establish  ongoing,  reciprocal  communication  between  racial  minority  communities  and 
the  ministry,  and  the  development  of  a  policy  framework  is  planned 


New  Directions: 


(a)  Short  Term  Direction 


•  the  Employment  Equity  Office,  the  WDHP  Office  and  the  Anti-Racism  Unit,  which  will 
continue  as  separate  offices,  have  been  commonly  situated  in  the  Finance  and  Administration 
Division  (which  will  be  renamed  the  Corporate  Services  Division)  and  report  administratively 
to  the  ADM  of  that  Division,  while  maintaining  their  direct  reporting  relationship  to  the 
Deputy  Attorney  General 

•  the  Aboriginal  Issues  Group  will  continue  to  report  to  the  Head  of  the  Policy  Division 


•  the  FLS  Branch  will  continue  to  report  to  the  ADM,  Finance  and  Administration  Division  (to 
be  renamed  the  Corporate  Services  Division).  The  Coordinator  will  oversee  the  FLS  Action 
Plan  and  setting  up  the  new  FLS  Council  and  the  Attorney  General's  Advisory  Committee  on 
French  Language  Services. 

•  an  Equity  Council  has  been  created  as  a  subcommittee  of  Senior  Management  Committee 
(SMC)  (see  Tab  D,  p.30),  and  consists  of  the  Coordinators  of  the  FLS  Branch  and  the 
Aboriginal  Issues  Group,  the  managers  of  the  Equity  Offices,  and  their  Division  Heads 

•  the  mandate  of  the  Council  is  to  share  information  and  work  together  on  appropriate  issues, 
advise  SMC  and  sub-committees  of  SMC  with  respect  to  equity  issues,  collectively  review 
items  on  the  SMC  agenda  and  present  a  coordinated  equity  perspective  where  appropriate 
and  assist  with  the  implementation  of  the  longer  term  direction  discussed  below;  one  of  the 
first  tasks  of  the  Council  is  to  consider  the  creation  of  regional  equity  committees  that  will 
be  responsive  to  the  equity  issues  relevant  to  their  communities 

(b)  Longer  Term  Direction 

•  the  longer  term  direction  is  for  employment  equity,  workplace  discrimination  and  harassment 
prevention,  anti-racism,  the  delivery  of  French  language  services,  and  the  support  of 
aboriginal-specific  programs  to  become  the  responsibility  of  all  ministry  staff  and  all  ministry 
offices,  and  not  the  primary  responsibility  of  a  few  specialized  Head  Office  units 
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•  in  order  to  accomplish  the  delegation  or  "decentralization"  of  these  important  responsibilities, 
we  must  first  ensure  that  staff  are  adequately  trained,  equity  "experts"  are  positioned 
throughout  the  ministry,  local  equity  committees  are  created,  and  resources  and 
accountability  mechanisms  are  in  place  to  ensure  that  equity  policies  will  be  met 


Reasons  for  New  Directions: 

(a)  Short  Term  Direction 

•  until  recently,  the  Equity  Offices  were  situated  within  different  Divisions  with  different 
reporting  relationships 

•  this  structure  resulted  in  some  confusion  both  within  and  outside  the  ministry,  and  despite 
informal,  cooperative  arrangements  among  some  offices,  did  not  facilitate  the  coordination 
of  common  issues  and  regular  long  range  planning 

•  relocation  of  the  Employment  Equity  Office,  the  WDHP  Office,  and  the  Anti-Racism  Unit  to 
the  Finance  and  Administration  Division  (to  be  renamed  the  Corporate  Services  Division)  and 
keeping  the  offices  distinct  respects  the  differences  in  their  mandates,  increases  the 
opportunity  for  coordination  and  linkages  between  them,  while  helping  to  ensure  that  there 
will  be  a  coordinated  and  effective  "equity  vision"  for  our  ministry 

•  the  Aboriginal  Issues  Group  will  remain  in  the  Policy  Division  because  its  work  involves  a 
high  degree  of  legal  analysis  and  includes  significant  justice,  policy  projects 

•  in  addition  to  commonly  locating  the  three  Equity  Offices,  the  recent  creation  of  the  Equity 
Council  will  further  augment  the  coordination  of  equity  issues,  foster  a  stronger,  cohesive 
voice  on  equity  issues  on  ministry  committees,  and  facilitate  the  implementation  of  the 
ministry's  longer  term  direction 

(b)  Longer  Term  Direction 

•  the  commitment  to  equity  (preventing  harassment,  discrimination  and  racism  and  furthering 
the  goals  of  employment  equity),  the  delivery  of  services  in  French,  and  supporting 
aboriginal-specific  programs  are  ultimately  the  responsibility  of  all  ministry  staff  and  all 
ministry  offices 

•  it  is  important  that  we,  as  a  ministry,  move  towards  this  goal  as  quickly  as  possible;  however, 
in  the  interim,  there  is  a  recognized  need  for  central  leadership  and  coordination  with 
respect  to  equity  issues 


Implementation  of  New  Directions: 

•  effective  April,  1994,  the  Equity  Offices  began  reporting  administratively  to  the  ADM  of  the 
Finance  and  Administration  Division  (to  be  renamed  the  Corporate  Services  Division) 

•  the  Equity  Council  was  constituted  in  April,  1994 

•  implementation  of  the  FLS  Action  Plan  is  underway 
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H  ead  \ 
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Legal  Research  Group 


Background: 

•  at  present,  the  ministry  does  not  have  a  coordinated  research  capability 

•  while  there  are  many  lawyers  who  specialize  in  research  in  their  particular  offices,  including 
counsel  in  the  Crown  Law  Office-Criminal  and  individual  lawyers  in  many  Legal  Branches  in  the 
Civil  Division,  there  is  no  overall  mechanism  within  the  ministry  for  ensuring  cross-divisional 
consistency  of  approach,  or  for  facilitating,  with  appropriate  confidentiality  controls,  access  to 
legal  advice  previously  provided 

•  the  complexity  of  legal  issues  and  demands  for  efficient  delivery  of  high  quality  service  suggest 
that  a  research  group  be  created  within  the  ministry 

New  Directions: 


•  a  legal  research  group  will  be  established  to  ensure  that  high  quality  consistent  legal  research 
is  available  throughout  the  ministry 

•  the  group  will  co-ordinate  approaches  through  existing  legal  research  staff;  it  will  not  replace  the 
units  which  currently  provide  opinions  or  memoranda,  such  as  the  Crown  Law  Office  Civil  - 
Advisory  Services  which  provides  legal  opinions,  the  Constitutional  Information  Coordinator  of 
the  Crown  Law  Office  -  Constitutional,  or  the  research  group  in  the  Crown  Law  Office  -  Criminal 

®  responsibilities  might  include  maintaining  a  legal  research  inventory  and  preparing  standardized 
memoranda  on  key  issues  arising  frequently  within  the  ministry 

Reasons  for  New  Directions: 

•  this  group  will  endeavour  to  ensure  that  counsel  throughout  the  ministry  have  equalized  access 
to  timely  high  quality  research,  and  will  avoid  duplication  of  effort  on  many  recurring  issues. 
In  this  respect,  the  creation  of  the  group  is  mandated  by  Direction  1  of  the  Strategic  Plan,  the 
need  to  improve  service  to  our  clients  and  the  public,  and  Direction  4,  that  front  line  staff  be 
provided  with  the  appropriate  tools  to  do  the  job 

•  the  group  will  facilitate  cross-divisional  input  into  recurring  issues,  will  help  avoid  the  repetitive 
nature  of  much  legal  research,  and  will  also  ensure  that  high  quality  research  is  made  available 
to  counsel  in  a  timely  way  across  the  ministry 

•  greater  availability  of  technology  throughout  the  ministry  will  facilitate  the  work  of  this  group 


Implementation  of  New  Directions: 


•  a  small  staff  working  group  will  be  constituted  to  assess  the  overall  ministry  needs  in  this  area 
and  to  determine  the  best  approach  to  implementing  a  legal  research  group 


®  the  working  group  will  be  asked  to  report  in  the  Summer,  1994 
•  it  is  anticipated  that  the  Legal  Research  Group  will  be  in  place  by  the  Fall,  1994 
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Policy  Development 


Background: 

®  the  ministry  has  an  extensive  and  well-regarded  policy  agenda,  dealing  with  a  range  of  matters 
important  to  the  public,  including  family  law,  criminal  law  reform,  court  structures, 
administration  of  justice  and  equality  issues 

•  policy  relating  to  criminal  matters  has  generally  been  developed  in  the  Criminal  Law  Division; 
most  other  policy  has  been  developed  by  the  Policy  Development  Division.  (This  document 
does  not  deal  with  operational  policy  which  is  generally  handled  within  the  operating  Divisions) 

•  in  recent  years  many  policy  projects  have  been  carried  out  with  the  help  of  consultation 
committees  of  affected  interests.  A  number  of  interdivisional  projects  have  also  been  undertaken 
on  a  team  basis,  for  example,  the  Family  Support  Plan  amendments  and  the  consideration  of 
reforms  to  juries  and  the  Special  Investigations  Unit 

•  consultations  on  strategic  planning  indicated  a  desire  for  more  involvement  in  policy  projects  by 
staff,  and  a  desire  for  more  consultation  by  outside  groups 

•  some  individuals,  both  within  and  without  the  ministry,  have  at  times  found  it  difficult  to 
determine  what  was  on  the  Ministry's  policy  agenda,  and  who  was  dealing  with  it 

•  the  ministry's  policy  capacity  has  been  significantly  reduced  in  the  last  two  years;  for  example, 
the  Policy  Development  Division's  professional  staff  has  been  cut  by  almost  20% 

New  Directions: 

•  criminal  policy  work  will  continue  to  be  done  in  the  Criminal  Law  Division  with  most  of  the 
other  policy  work  being  handled  by  the  Policy  Development  Division,  which  will  be  renamed 
the  Policy  Division 

•  the  Ministry  Policy  Committee  (see  Tab  D,  p.30),  a  new  subcommittee  of  Senior  Management 
Committee  (SMC),  with  broad  representation  from  across  the  ministry,  will  prepare  for  SMC 
approval  and  regularly  update  a  corporate  policy  agenda.  This  will  determine  and  set  out  all  the 
significant  policy  work  underway  in  the  ministry 

•  a  working  subcommittee  of  some  SMC  members  and  Divisional  representatives  drawn  from  the 
Ministry  Policy  Committee  will  meet  more  frequently  to  manage  day  to  day  policy  work,  to 
develop  team  approaches  to  interdivisional  policy  projects  and  to  monitor  progress  on  corporate 
policy  priorities.  It  will  also  arrange  to  communicate  the  policy  agenda  throughout  the  ministry, 
and  with  significant  stakeholder  groups 

•  this  subcommittee  will  also  ensure  that  appropriate  consultation  plans  are  in  place  for  policy 
projects,  and  will  coordinate  consultations  with  outside  groups,  including  consultations  on  what 
the  ministry's  policy  agenda  should  be 

•  an  individual  who  will  be  a  member  of  the  Policy  Division,  but  will  act  as  Secretary  to  the 
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Committee,  will  be  given  specific  responsibilities  for  maintaining  an  up-to-date  inventory  of 
policy  work,  serving  as  a  single  point  of  contact  for  Cabinet  Office  and  other  ministries  on  policy 
issues,  coordinating  intergovernmental  work  and  ensuring  that  the  ministry  responds  effectively 
to  policy  proposals  generated  elsewhere.  One  of  the  first  responsibilities  of  the  Secretary  will 
be  to  assist  Senior  Management  Committee  to  develop  some  clarity  concerning  the  different 
types  and  stages  of  policy  development  in  the  ministry  and  their  interrelationship  and  linkages 

•  the  process  for  resolving  significant  policy  issues  in  litigation  will  be  addressed  through  the 
Litigation  Issues  Committee  which  will  endeavour  to  ensure  that  major  policy  issues  that  may 
or  do  arise  within  litigation  are  being  considered  and  resolved 

•  the  Division  will  foster  greater  linkages  with  the  rest  of  the  ministry;  for  example,  there  will  be 
greater  emphasis  on  secondments  from  other  divisions  in  the  ministry  and  non-lawyers  (at  present 
almost  25%  of  the  Division's  professional  staff)  will  continue  to  be  recruited 

•  Strategic  Planning  will  be  made  a  permanent  function  of  the  ministry  as  part  of  the  Policy 
Division.  The  research  and  evaluation  functions  now  in  the  Finance  and  Administration  Division 
will  be  transferred  to  the  Policy  Division 

•  the  Supervised  Access  Program,  currently  in  the  Division,  will  be  transferred  to  the  new  Social 
Justice  Services  Division  after  the  government's  response  to  the  evaluation  of  the  program  is 
made  known 


•  special  policy  consultation  sessions  will  be  held  where  members  of  SMC  and  the  Policy  Division 
will  meet  with  staff  in  Ffead  Office,  the  regions  and  legal  branches  to  discuss  existing  and 
possible  future  policy  issues 

Reasons  for  New  Directions: 

•  the  new  directions  reflect  the  guiding  principle  for  the  structural  review  which  was  that  structural 
changes  should  respond  to  identified  problems  and  should  be  used  where  other  mechanisms 
cannot  effectively  address  those  problems.  The  directions  maintain  much  of  the  existing  structure 
while  building-in  mechanisms  to  address  the  identified  problems.  They  rely  more  on  team  work 
and  cooperation  than  structure  to  achieve  the  aims  of  coordination,  wide  involvement  and 
excellence 

•  they  also  respond  to  the  specific  issues  raised  in  the  recent  strategic  planning  consultations.  They 
seek  to  provide  a  clear  corporate  policy  agenda,  and  to  improve  opportunities  for  ministry  staff 
to  be  involved  in  generating  the  agenda  and  in  policy  projects.  They  also  seek  to  bring  a 
ministry-wide  perspective  to  policy  and  to  increase  the  amount  of  cooperative  work  among 
divisions 

•  the  public  desire  for  openness  of  public  institutions  will  be  met  and  valuable  expertise  will  be 
gained  by  seeking  input  from  advocacy  and  interest  groups  in  establishing  directions  and  setting 
agendas,  as  well  as  on  specific  projects 

®  as  well,  the  new  directions  will  make  it  easier  for  outside  organizations-to  know  what  we  are 
working  on  and  to  communicate  with  us.  Consultations  with  them  should  be  more  efficient. 
Other  ministries  will  be  given  a  single  coordinated  point  of  access  to  our  policy  work  and  for 
our  comments  on  their  work 
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•  criminal  policy  work  will  continue  to  be  done  in  the  Criminal  Law  Division  to  maintain  linkages 
with  and  draw  on  the  expertise  of  prosecutors 

•  strategic  planning,  as  a  mechanism  for  increased  staff  input  and  for  pointing  the  way  to  the 
future,  has  demonstrated  its  value  to  the  ministry  and  needs  to  be  given  a  permanent  home. 
Research  and  evaluation  will  both  benefit  from  their  links  to  the  ministry  policy  process 

®  the  Supervised  Access  Program  is  being  transferred  to  the  new  Social  Justice  Services  Division 
in  response  to  the  recommendation  of  the  Social  Justice  Review  (see  Tab  C,  p.1)  that  ministry 
social  justice  programs  be  co-located  in  a  new  Division 

•  efficiencies  generated  by  the  new  approach,  and  the  overall  focusing  of  the  Ministry's  policy 
agenda,  should  help  compensate  for  the  recent  reductions  in  policy  staffing 

Implementation  of  New  Directions: 

•  the  Ministry  Policy  Committee  will  be  established  in  June,  1994.  Divisions  will  canvass  their 
staff  to  identify  persons  for  the  Committee 

•  a  competition  for  the  position  of  Secretary  to  the  Policy  Committee  will  be  held  after  the 
Committee  has  been  established  so  that  some  Committee  members  can  participate  in  the  hiring. 
The  position,  which  will  be  in  place  shortly,  will  be  filled  on  an  acting  basis  until  that  time 

•  the  Litigation  Issues  Committee  is  already  established 

•  the  Strategic  Planning  Office  will  move  to  the  Policy  Development  Division  in  the  Fall,  when 
the  implementation  of  the  current  plan  is  complete.  Research  and  Evaluation  will  be  transferred 
to  the  Division  in  June,  1994 

•  the  Supervised  Access  Program  will  be  transferred  to  the  new  Social  Justice  Services  Division 
once  the  long  term  direction  of  the  program  has  been  determined,  no  later  than  the  Fall,  1994 
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Senior  Management  Committee 


Background: 

•  Senior  Management  Committee  (SMC)  is  an  executive-level  ministry  steering  committee  which 
consists  of  the  Deputy  Minister,  Division  Heads,  the  Director  of  Communications,  the  Executive 
Coordinator  of  Strategic  Planning,  and  representatives  from  the  Attorney  General's  Office.  SMC 
meets  on  a  regular  basis  to  coordinate  the  administration  of  the  Ministry  and  to  review  and  make 
recommendations  to  the  Attorney  General  with  respect  to  ministry  initiatives,  directions  and 
priorities 

•  during  the  strategic  planning  process,  issues  were  raised  about  the  role,  composition,  and  general 
administration  of  SMC,  and  whether  its  decision-making  authority  should  be  delegated  in  certain 
areas 

•  in  addition,  concerns  were  raised  that  ministry  staff  were  not  being  informed  on  a  timely  basis 
about  decisions  that  had  been  made  at  SMC 

New  Directions  (see  attached  chart): 

•  SMC  will  become  a  more  streamlined  committee  which  will  focus  on  key  operational,  financial, 
policy  and  planning  decisions 

•  more  decision-making  authority  in  a  number  of  areas  will  be  delegated  to  the  following 
subcommittees  of  SMC,  which  will  include  broad  ministry  representation: 

=>  the  Corporate  Information  Technology  Committee  (CITC)  -  which  was  created  in  1992, 
consists  of  the  ADM-Civil  and  the  ADM-Finance  and  Administration  Division  who  serve  as 
co-chairs,  the  Coordinator  of  CITC,  two  SMC  representatives,  the  Director  of  the  Computer 
and  Telecommunications  Services  Branch  (CTSB)  and  Divisional  representatives.  The  role 
of  CITC  is  to  make  recommendations  and  decisions  regarding:  technology  project  funding; 
corporate  information  technology  priorities;  standards,  policies  and  procedures;  and  to 
oversee  the  overall  information  technology  framework 

=>  the  Litigation  Issues  Committee  -  which  was  recently  constituted  and  consists  of  the  Division 
Heads  of  the  Criminal,  Civil,  and  Policy  Development  Divisions  and  the  Director  of 
Constitutional  Law.  The  Chair  rotates  among  its  members.  The  role  of  the  Committee  is  to 
identify  policy  issues  arising  within  ministry  litigation  and  decide  upon  the  appropriate 
process  through  which  those  issues  should  be  considered,  and  to  maintain  a  litigation 
calendar,  which  includes  summaries  of  ministry  cases  and  significant  litigation  issues 

=>  the  Ministry  Policy  Committee  (see  Tab  D,  p.27)  -  which  will  be  in  place  in  June,  1 994  and 
will  be  co-chaired  by  the  Deputy  and,  on  a  6  month  rotating  basis,  the  Division  Heads  of 
the  Policy,  Criminal  Law,  Civil  Law  and  Courts  Administration  Divisions.  In  addition,  the 
Committee  will  include  the  Director  CLO-Criminal,  the  Executive  Coordinator  -  Strategic 
Planning,  the  Secretary  to  the  Committee,  and  representatives  from  the  field,  the  Equity 
Council  and  the  Minister's  Office.  A  small  working  subcommittee  of  the  Ministry  Policy 
Committee  will  also  be  constituted  to  manage  day  to  day  policy  work,  consisting  of  the 
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Deputy,  the  Division  Heads  of  the  Policy  and  Criminal  Law  Divisions,  representatives  of  the 
Civil  Law  and  Courts  Administration  Divisions  and  the  Secretary  to  the  Committee;  for  the 
first  year,  the  subcommittee  will  be  co-chaired  by  the  Deputy,  and  on  a  6  month  rotating 
basis,  the  Division  Heads  of  the  Policy  and  Criminal  Law  Divisions.  The  Ministry  Policy 
Committee  will  prepare  a  corporate  policy  agenda  for  SMC  approval  and  regularly  update 
it.  The  agenda  will  include  all  the  significant  policy  work  underway  in  the  ministry.  The 
working  subcommittee  will  meet  more  frequently  to  develop  team  approaches  to 
interdivisional  policy  projects  and  monitor  progress  on  corporate  policy  priorities 

=>  the  Equity  Council  (see  Tab  D,  p. 22)  -  which  was  constituted  in  April,  1994  and  consists  of 
the  Division  Heads  of  the  Finance  and  Administration  and  the  Policy  Divisions,  the 
Coordinators  of  the  French  Language  Services  Branch  and  the  Aboriginal  Issues  Group,  and 
the  Managers  of  the  Equity  Offices.  The  role  of  the  Equity  Council  is  to  bring  a  coordinated 
approach  to  the  ministry's  equity  undertakings,  to  share  information  concerning  equity  issues, 
to  work  together  on  appropriate  issues,  and  to  ensure  that  there  is  an  equity  "vision"  for  the 
ministry.  Where  SMC  materials  raise  equity  issues,  the  Equity  Council  will  develop  a 
coordinated  position  to  be  presented  by  one  member  of  the  Council 

=>  the  Human  Resources  Planning  Committee  -  which  began  operating  in  April,  1994  and 
currently  includes  three  members  of  SMC,  representation  from  each  division,  including  one 
representative  who  is  from  outside  Toronto,  the  Manager  of  Employment  Equity,  the  Director 
of  Human  Resources,  and  a  representative  of  the  Equity  Council.  The  Committee  is  chaired 
by  the  ADM-Courts  Administration.  The  role  of  the  Committee  is  to  ensure  that  there  is  an 
overall  corporate  framework  for  human  resources  issues  in  place  and  that  it  is  regularly 
reviewed  and  updated.  In  addition,  the  Committee  will  review,  priorize  and  make  decisions 
and  recommendations  with  respect  to  human  resources  initiatives,  including  training,  and 
ensure  that  human  resources  policies  and  practices  are  being  applied  consistently  across  the 
ministry 

The  Chairs  of  these  subcommittees  will  prepare  quarterly  reports  for  SMC;  more  frequent  reports 
on  individual  matters  may  be  required  from  time-to-time 

•  since  February,  1994,  SMC  decisions  have  been  communicated  to  employees  on  a  timely  basis 
by  means  of  MAG/Net  -  a  "news  bulletin"  that  is  faxed  to  all  ministry  offices 

•  SMC  has  revised  its  administrative  processes  to  include  a  greater  use  of  pre-meeting  consultation 
and  closer  management  of  the  agenda  to  facilitate  a  quicker  resolution  of  issues  at  SMC  and  to 
enable  SMC  to  focus  on  more  significant  policy,  legal,  and  planning  issues 

Reasons  for  New  Directions: 

•  the  creation  of  SMC  subcommittees  with  more  decision-making  authority  is  in  response  to 
concerns  raised  during  the  strategic  planning  process  about  the  role  of  SMC  and  the  need  to 
more  directly  involve  ministry  employees  in  decision-making 

•  the  use  of  MAG/Net  to  communicate  SMC  decisions  responds  to  the  goal  of  "open  and  effective 
communication  with  employees"  under  Direction  2  of  the  Strategic  Plan 

•  the  revised  administrative  processes,  with  a  greater  emphasis  on  pre-meeting  consultation  and 
divisional  information  sharing  will  ensure  a  more  timely  resolution  of  issues  at  SMC  with  an 
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increased  opportunity  for  staff  input 

Implementation  of  New  Directions: 

•  with  respect  to  SMC  subcommittees,  CITC,  the  Litigation  Issues  Committee,  the  Equity  Council 
and  the  Human  Resources  Planning  Committee  are  already  in  operation;  the  Policy  Committee 
will  be  operational  in  June,  1994 

•  many  of  the  administrative  changes  to  SMC  have  already  been  implemented 

•  in  the  Fall,  1994,  SMC  will  evaluate  whether  the  new  directions  are  operating  effectively 
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Senior  Management  Committee  and  Subcommittees 
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Social  justice  Services  Division 


Background: 


•  the  Report  of  the  Social  Justice  Review  recommended  that  a  new  Division  be  created  for  the 


ministry's  social  justice  programs,  including  the  Official  Guardian,  Public  Trustee  (which  is  to 
become  the  Public  Guardian  and  Trustee),  the  Family  Support  Plan,  the  Victim/Witness 
Assistance  Program  and  the  Criminal  Injuries  Compensation  Board  [see  Tab  C,  p.1,  which 
includes  a  description  of  these  programs] 

•  at  present,  these  social  justice  programs  are  situated  within  different  divisions  of  the  ministry 

.  .  .  .  -  ■  ■  •  ■  .  .• 

•  the  Social  Justice  Review  recommended  that  such  a  Division  be  created  to  address  a  number  of 
problems  identified  by  the  review  process  including:  lack  of  focus  in  the  ministry  on  social 
justice  services;  isolation  of  the  programs  in  the  ministry  and  lack  of  a  cohesive  voice  on  Senior 
Management  Committee;  outside  perception  that  the  ministry  is  not  committed  to  informing  the 
public  about  its  community  services  or  ensuring  that  services  are  of  a  uniformly  high  quality; 
need  for  the  programs  to  meet  client  needs  in  a  more  timely,  responsive,  accountable  and  cost- 
effective  manner;  lack  of  direct  accountability  to  the  community;  concern  that  separate 
administration  and  delivery  of  these  services  does  not  take  advantage  of  economies  and  cost 
savings  that  could  be  realized 

New  Directions: 


•  a  new  Division,  to  be  named  the  Social  Justice  Services  Division,  will  be  created  to  oversee  the 
delivery  of  social  justice  services  to  vulnerable  clients  and  will  include: 


=>  the  Official  Guardian's  Office  (to  be  renamed  the  "Office  of  the  Children's  Lawyer  of 


Ontario") 


=*  the  Office  of  the  Public  Trustee  (which  will  become  the  Office  of  the  Public  Guardian  and 
Trustee) 


■i.-Sfy.-. 


=>  the  Family  Support  Plan 


=>  the  Supervised  Access  Program 
=>  the  Accountant  of  the  Ontario  Court 

•  as  the  ministry  develops  new  programs  and  reevaluates  existing  programs  linked  to  vulnerable 
clients,  the  range  of  services  provided  by  the  new  Division  may  be  expanded 

•  the  new  Division  will  have  a  Program  Support  Branch  which  will  include  common  program 
supports  such  as  human  resources,  financial  administration,  training,  operational  policy,  systems 
and  communications 

•  the  Ftead  of  the  new  Division  will  be  an  Order-in-Council  appointee,  rather  than  an  Assistant 
Deputy  Minister,  and  will  be  a  member  of  the  Senior  Management  Committee 

Reasons  for  New  Directions: 

•  creating  a  Social  Justice  Services  Division  was  a  central  recommendation  of  the  Report  of  the 


Tab  D,  Page:  34 
New  Directions,  May  1 994 


Social  Justice  Review  and  will  provide  both  a  distinctive  profile  for  the  ministry  to  vulnerable 
clients  and  the  community  and  a  strong  focus  on  providing  high  quality  client  services 

•  in  addition,  the  new  Division  will: 

=>  enhance  opportunities  to  empower  and  work  with  the  community  in  a  consistent  and 
coherent  framework 

=>  support  better  staff  development  and  training  and  create  a  supportive  empowering  structure 
for  staff  which  would  provide  recognition  and  rewards  for  good  quality  service 

=>  foster  a  continuous  learning  culture  that  would  support  a  client-focused  vision  of  service 

=>  ensure  vulnerable  client  services  are  represented  by  one  Division  Head  and  given  a 
distinctive  voice  at  SMC 

=>  provide  opportunities  for  achieving  certain  economies  and  cost  savings  by  central  sharing 
and  co-ordination  of  common  activities,  such  as  financial  planning,  investment  of  client 
funds,  program  evaluation,  public  education,  training,  and  community  liaison 

•  the  Accountant  of  the  Ontario  Court  is  being  transferred  to  the  new  Division  because  of  its  close 
association  with  the  Official  Guardian's  Office  and  similarity  of  function  to  that  of  the  Public 
Trustee  with  respect  to  client  trust  accounts.  A  large  amount  of  the  monies  paid  into  the 
Accountant's  Office  are  minors'  funds  which  are  held  in  trust  and  can  only  be  paid  out  of  court 
upon  the  child  attaining  the  age  of  majority  or  upon  application  to  the  Ontario  Court  on  notice 
to  the  Official  Guardian's  Office.  The  Office  also  receives  daily  inquiries  about  the  status  of 
minors'  trust  accounts.  The  service  provided  by  the  Accountant's  Office  in  this  regard  is  very 
similar  in  nature  to  that  provided  by  the  Public  Trustee  with  respect  to  funds  held  in  trust  for  its 
clients 

•  the  Office  of  the  Official  Guardian  is  being  renamed  the  "Office  of  the  Children's  Lawyer  of 
Ontario"  because,  in  response  to  the  recommendations  of  the  Social  Justice  Review  (see  Tab  C, 
p.1)  the  office  will  be  refocusing  its  mandate  to  provide  services  only  to  children.  As  well,  the 
current  name  has  proven  to  be  perplexing  to  the  public  and  is  often  confused  with 
"guardianship".  This  confusion  will  only  increase  when  the  Office  of  the  Public  Trustee  becomes 
the  Office  of  the  Public  Guardian  and  Trustee 

implementation  of  New  Directions: 

•  the  basic  structure  of  the  new  Division  has  been  designed 

•  the  programs  that  will  be  relocated  to  the  Social  Justice  Services  Division  will  finalize  the  details 
of  the  new  Division's  structure 

•  it  is  anticipated  that  the  Social  Justice  Services  Division  will  be  in  place  by  August,  1994 

•  the  Supervised  Access  Program  will  be  transferred  to  the  new  Division  once  the  long  term 
direction  of  the  program  has  been  determined,  no  later  than  the  Fall,  1994 
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Strategic  Planning  Office 


Background: 


(. 


•  in  January,  1993,  the  ministry  announced  the  commencement  of  a  strategic  planning  exercise 
and  established  a  Strategic  Planning  Office  and  a  Steering  Committee  to  oversee  it 

•  no  decision  was  made  at  that  time  whether  to  make  the  Strategic  Planning  Office  permanent 

New  Directions: 


•  a  small  Strategic  Planning  Office  will  be  made  permanent 

•  the  Office,  which  will  support  the  work  of  the  Senior  Management  Committee,  will  be  situated 
within  the  Policy  Division  and  report  to  the  Division  Head 


Reasons  for  New  Directions: 


•  creating  a  permanent  Strategic  Planning  Office  recognizes  that  strategic  planning  is  an  ongoing, 
rather  than  a  one-time  process:  a  strategic  plan  should  be  a  living,  evolving  blueprint  for  an 
organization  that  continually  builds  on  an  organization's  progress,  identifies  weaknesses,  and 
devises  creative  ways  to  do  business  more  effectively  and  efficiently 

•  a  permanent  office  will  ensure  that  there  is  a  coherent  framework  to  bring  planning  activities  in 
the  ministry  together  around  common  themes  and  directions  which  support  the  government's 
overall  strategic  directions,  and  provide  coordination  of  those  activities 

•  continuation  of  the  Office  recognizes  that  changing  the  culture  of  a  ministry  is  a  gradual  process 
that  needs  to  be  continually  supported  and  encouraged 

•  a  permanent  Office  provides  ministry  staff  with  an  identifiable  forum  to  which  they  can  direct 
ideas  for  change,  thereby  ensuring  the  continuation  of  the  collaborative  and  consultative  strategic 
planning  process 


Implementation  of  New  Directions: 

•  a  permanent  Strategic  Planning  Office  will  be  in  place  in  the  Fall,  1994,  when  the 
implementation  of  the  current  plan  is  complete 
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The  ludiciarv 


Background: 

•  the  Courts  Administration  Division  provides  administrative  services  to  the  courts  and  the  judiciary 

•  the  judiciary  has  a  unique  role  in  the  administration  of  justice  based  on  the  fundamental 
principle  of  judicial  independence  and  administrative  services  to  members  of  the  judiciary  must 
be  provided  in  that  context 

•  in  1989,  the  Courts  of  justice  Act  was  amended  to  provide  for  regional  management  of  the 
judiciary,  courts  administration  and  the  Crown  Attorneys'  system  (see  Tab  D,  p.1)  and,  as  part 
of  those  amendments,  Regional  Courts  Management  Advisory  Committees  for  each  of  the  8 
regions  and  the  Ontario  Courts  Management  Advisory  Committee  were  created 

•  Regional  Courts  Management  Advisory  Committees  are  composed  of  the  regional  senior  judges 
for  both  the  Provincial  Division  and  the  General  Division,  the  Regional  Director  of  Courts 
Administration,  the  Regional  Director  of  Crown  Attorneys  and  representatives  of  the  bar  and 
public.  The  purpose  of  these  regional  advisory  committees  is  to  identify  ways  to  better 
administer  the  court  system  and  improve  its  operation 

•  the  Ontario  Courts  Management  Advisory  Committee  which  consists  of  the  Chief  Judge  of  the 
Provincial  Division  and  the  Chief  Justices  of  the  General  Division  and  the  Court  of  Appeal,  the 
Attorney  General,  Deputy  Attorney  General,  Assistant  Deputy  Attorneys  General  for  Courts 
Administration  and  the  Criminal  Law  Divisions,  and  representatives  of  the  Bar  and  the  public, 
meets  on  a  quarterly  basis  to  advise  on  the  general  administration  of  the  courts 

•  in  addition,  a  committee  has  been  established  with  the  3  Chiefs  of  the  Courts,  the  Deputy 
Attorney  General  and  the  Assistant  Deputy  Attorney  General  -  Courts  Administration  which  meets 
on  a  monthly  basis  to  address  issues  relating  to  courts  management 

•  the  issue  of  the  exact  role  of  the  judiciary  in  the  administration  of  the  court  system  has  been  the 
subject  of  debate  over  a  number  of  years 

•  in  order  to  better  define  that  role,  a  Memorandum  of  Understanding  was  entered  into  in  June, 
1993  with  the  Chief  Judge  of  the  Provincial  Division,  which  sets  out  the  respective 
responsibilities  and  accountabilities  of  the  ministry  and  the  Chief  Judge's  Office  with  respect  to 
financial  and  administrative  matters 

New  Directions: 

•  the  ministry  and  the  Chief  Judge  of  the  Provincial  Division  will  continue  to  further  refine  their 
respective  roles  and  responsibilities  with  respect  to  the  administration  of  the  court  system 

•  in  this  regard,  pursuant  to  the  terms  of  the  Memorandum  of  Understanding,  an  Implementation 
Committee  has  been  constituted  to  make  recommendations  concerning,  for  example: 

=>  policies,  structures  and  procedures  necessary  to  give  effect  to  the  Memorandum 
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=>  an  implementation  timetable 

=>  standards  for  support  services  that  will  continue  to  be  provided  by  the  ministry 

■.'■c  d. '  ■'  i  d  iy 

•  in  addition,  the  ministry  is  pursuing  the  establishment  of  Memoranda  of  Understanding  with  the 
General  Division  and  the  Court  of  Appeal 

®  a  General  Division  Justice  will  be  co-chairing  a  major  review  of  the  civil  justice  system  in  the 
province  with  the  Assistant  Deputy  Attorney  General  -  Courts  Administration 

®  during  the  previous  year  increased  efforts  have  been  made  to  improve  communications  between 
and  within  Regional  Courts  Management  Advisory  Committees  and  the  Ontario  Courts 
Management  Advisory  Committee.  For  the  coming  year  the  focus  will  be  on  strengthening  the 
role  of  those  committees  in  the  management  directions  and  priorities  for  courts  administration 
across  the  Province 


Reasons  for  New  Directions: 


®  an  important  goal  under  Direction  1  of  the  Strategic  Plan  -  "Improve  service  to  our  Clients  and 
the  Public"  -  is  to  foster  cooperative  management  with  the  judiciary  by  "establishing  a  clear 
understanding  about  whether  specific  management  decisions  are  the  responsibility  of  the 
judiciary  or  the  ministry  and  those  which  should  be  decided  by  both,  always  mindful  of  judicial 
independence" 

•  actions  identified  under  this  goal  of  the  Strategic  Plan  include: 

=>  continuing  to  develop  an  understanding  vyith  the  judiciary  about  areas  of  separate  and  joint 
responsibility  through  signed  memoranda  of  understanding 

=>  increased  dialogue  and  consultation  with  the  judiciary  based  on  our  continued  commitment 
to  co-management 

implementation  of  New  Directions: 


•  the  Implementation  Committee  created  pursuant  to  the  terms  of  the  Memorandum  of 
Understanding  with  the  Provincial  Division  will  continue  to  meet  on  a  regular  basis  to  further 
refine  the  financial,  operational  and  administrative  relationship  between  the  ministry  and  the 
Office  of  the  Chief  Judge 


•  it  is  anticipated  that  a  Memorandum  of  Understanding  will  be  entered  into  with  the  Court  of 
Appeal  in  the  coming  year 


•  the  ministry  has  commenced  discussions  with  the  new  Chief  Justice  of  the  General  Division  with 
respect  to  entering  into  such  an  agreement 


•  the  Civil  Justice  Review,  which  is  underway,  will  develop  on  overall  strategy  for  the  civil  justice 
system  with  the  goal  of  providing  a  speedier,  more  streamlined  and  efficient  structure.  It  will 
identify  the  various  problems  within  the  existing  system  and  propose  solutions 
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The  Office  of  Youth  justice 


Background: 

®  the  Justice  Review  Project  recommended  that  a  comprehensive,  coordinated  approach  be  taken 
to  Ontario's  youth  justice  system 

•  there  has  been  no  mechanism  to  manage  effectively  the  youth  justice  system,  to  respond  in  a 
coherent  manner  to  system-wide  problems  (e.g.  backlogged  courts  and  over-use  of  custody 
facilities)  or  to  develop  a  strategy  that  deals  specifically  with  youth  crime,  particularly  serious 
crime 

•  respons; bi I ity  for  the  administration  of  the  youth  justice  system  in  Ontario  is  divided  among 
municipal,  provincial  and  federal  police  forces,  Crown  Attorneys,  the  judiciary,  and  two  separate 
youth  correctional  systems,  one  operated  by  the  Ministry  of  the  Solicitor  General  and 
Correctional  Services  for  16  and  17  year  old  youth,  the  other  operated  by  the  Ministry  of 
Community  and  Social  Services  for  12  to  15  year  old  youth 

New  Directions: 

•  the  Office  of  Youth  Justice  began  operating  April  1,  1994;  it  was  established  to  provide 
leadership  and  a  focal  point  for  addressing  young  offender  issues  in  Ontario 

•  the  Office  will  be  accountable  to  the  three  deputy  ministers  responsible  for  the  administration 
of  the  youth  justice  system:  the  Deputy  Attorney  General,  the  Deputy  Solicitor  General  and 
Deputy  Minister  of  Correctional  Services,  and  the  Deputy  Minister  of  Community  and  Social 
Services 

•  the  Office  will  enable  the  various  components  of  the  youth  justice  system  to  work  together  more 
effectively,  and  will  facilitate  increased  cooperation  and  collaboration  with  the  other  ministries 
responsible  for  the  youth  justice  system 

•  by  coordinating  approaches  to  youth  justice  issues,  the  Office  will  ensure  that  the  needs  of  young 
people  in  conflict  with  the  law  are  better  met,  and  that  expensive  resources  are  targeted 
effectively  at  serious  crime 

•  the  Office  will  also  enable  the  province  to  speak  with  a  single,  coherent  voice  on  youth  justice 
matters  to  the  federal  government,  to  other  provincial  governments,  and  to  various  agencies 
which  deal  with  youth  in  conflict  with  the  law  in  Ontario  and  elsewhere 

Reasons  for  New  Directions: 

•  the  Office  of  Youth  Justice  was  created  in  response  to  the  recommendations  of  the  Justice  Review 
Project  that  a  need  existed  for  a  comprehensive  and  coordinated  approach  to  be  taken  to 
Ontario's  youth  justice  system 

•  the  creation  of  the  Office,  with  accountability  to  three  deputy  ministers,  responds  to  Direction 
5  of  the  Strategic  Plan  and  the  need  to  increase  cooperation  and  collaboration  through 
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partnerships  with  other  ministries  and,  in  particular,  those  working  within  the  broader  justice 
system 

Implementation  of  New  Directions: 


•  the  Office  will  maintain  close  links  to  policy  and  operational  areas  of  the  youth  justice  ministries 
through  regular  meetings  with  a  committee  of  policy  and  operational  ADMs  from  these  ministries 

•  the  Office  will  be  jointly  managed  by  two  directors:  one  director  will  be  involved  primarily  with 
managing  the  integration  of  service  delivery  practices  in  the  two  youth  correctional  systems; 
while  the  other  director  will  be  responsible  primarily  for  managing  the  development  of  strategic 
policy  concerning  the  system  as  a  whole 

®  the  Office  will  be  attempting  to  bring  about  the  following  outcomes: 


=>  more  effective  police,  Crown,  and  judicial  practices  that  reduce  pressure  on  the  youth  justice 
system;  more  specifically,  the  changed  practices  should  result  in: 
police  charging  alternatives  for  minor  offences 
implementation  of  alternative  measures 
reduced  court  delay 
less  use  of  pre-trial  detention 

reduced  use  of  custody  for  non-violent,  property  offenders 


=>  a  youth  justice  system  that  deals  well  and  efficiently  with  violent  youth  crime 


■ 
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=>  changes  to  federal  law  and  policy  to  address  Ontario's  concerns 


=>  greater  awareness  among  the  public,  the  media,  and  justice  officials  about  the  realities  of  the 
youth  justice  system  and  youth  crime,  through  public  education  and  the  dissemination  of 
accurate  information 


©tiliSi 


integration  of  service  delivery  practices  between  Phase  I  and  Phase  II  youth  correctional 
services  leading  to  equality  of  treatment  for  the  two  age  groups  of  offenders 

’  '  ’  "  :  '  .  ■  : 


the  gradual  removal  of  young  offenders  from  adult  correctional  facilities 
a  strategy  for  the  prevention  of  youth  crime 


■'•A- i 
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=>  greater  use  of  alternatives  to  the  formal  youth  justice  process  for  young  offenders  who  engage 
in  less  serious  crime,  including  improved  access  to  the  broader  range  of  children's  and  youth 
services 
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Delayering,  Span  of  Contra!,  and  Innovative  Management  Techniques 


Background: 

(a)  Delayering 

•  "delayering"  is  a  government  initiative  which  involves  creating  an  organization  with  fewer 
layers  of  decision-making  and  supervision  between  the  front-line  and  the  Deputy  Minister 

•  while  the  government  does  not  require  that  ministries  adhere  to  a  standard  number  of  layers, 
it  has  acknowledged  that  there  are  too  many  layers  in  many  parts  of  the  Ontario  Public 
Service  and  that  ministries  need  to  address  this  through  delayering  exercises 

®  during  the  Strategic  Planning  process,  ministry  employees  expressed  concern  about  the 
number  of  management  layers  in  the  ministry  and  commented  that  some  layers  served  as  an 
impediment  to  timely  decision-making,  employee  empowerment  and  good  client  service 

•  at  present,  the  number  of  layers  in  different  Divisions,  Programs  and  Offices  in  our  ministry 
varies  from  4-9 

•  delayering  is  closely  related  to  both  an  increased  span  of  control  and  to  innovative 
management  techniques  (discussed  below) 

(b)  Span  of  Control 

•  "span  of  control"  refers  to  the  ratio  of  managers  to  staff  within  a  ministry  division,  branch, 
office  or  unit  -  in  other  words,  the  number  of  staff  supervised  by  a  particular  manager 

•  the  ratio  of  managers  to  staff  will  vary  depending  upon  the  type  of  work  being  done  and  the 
management  model  being  used 

•  the  challenge  in  determining  an  appropriate  span  of  control  is  to  find  an  appropriate  balance 
so  that  authority  and  accountability  are  delegated  down  as  far  as  possible  without  creating 
a  span  of  control  that  is  unmanageable  because  it  is  too  broad 

•  generally  speaking,  delayering  should  result  in  an  increased  span  of  control  and,  accordingly, 
the  two  exercises  are  closely  linked 

•  span  of  control  is  also  linked  to  innovative  management  techniques  because  through  the  use 
of  techniques,  such  as  "self-managed  work  teams",  a  larger  number  of  people  can  be 
managed  by  one  supervisor 

(c)  Innovative  Management  Techniques 

•  "innovative  management  techniques"  refers  to  new  ways  of  managing  work  which  do  not 
rely  on  traditional  work  arrangements  and  relationships 

•  to  assist  ministries  in  achieving  delayering  objectives,  the  government  has  suggested  that  they 
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explore  the  use  of  such  management  techniques 


®  traditionally,  our  work  has  been  organized  according  to  function  and  with  an  emphasis  on 
individual  rather  than  team  work,  whereby  individual  employees  report  to  one  manager  or 
supervisor  who  is  responsible  for  ensuring  that  they  perform  certain  tasks 

®  innovative  management  techniques  challenge  an  organization  to  look  for  work  processes  and 
relationships  that  cross  functional  lines  and  get  people  working  together  in  teams  that  may 
be  self-managed  with  more  than  one  reporting  relationship 

®  two  examples  of  innovative  management  techniques  that  are  currently  in  place  in  our 
ministry  are  the  "self-managed  work  team"  and  the  "matrix  management  model" 

•  a  "self-managed  work  team"  (currently  in  operation  in  the  Policy  Development,  the  Civil  Law 
and  the  Courts  Administration  Divisions)  shifts  traditional  management  functions  to  the 
members  of  the  team  who  work  together  to  complete  certain  tasks  and  are  jointly 
accountable  for  the  work  product 

•  the  "matrix  management  model"  (currently  in  operation  in  the  ministry's  Aboriginal  Issues 
Group)  involves  staff  in  multiple  reporting  relationships  and  can  be  project-based  or  a 
permanent  aspect  of  organizational  design;  for  example,  in  the  Aboriginal  Issues  Group,  a 
number  of  staff  commit  only  a  portion  of  their  time  to  aboriginal  issues  and  report  to  the 
Coordinator  for  that  work  and  to  their  home  position  supervisor  with  respect  to  their  other 
work  responsibilities 

New  Directions: 

— 

•  5  layers  (from  the  front-line  to  the  Deputy  Attorney  General  inclusive)  has  been  set  as  a  general 
standard 

®  Divisions,  Programs  and  Offices  with  more  than  5  layers  will  be  required  to  prepare  plans 
demonstrating  how  they  will  achieve  the  standard  in  the  coming  year;  deviation  from  this 
standard  will  only  be  allowed  in  exceptional  circumstances  and  must  be  justified 

•  effective  delayering  and  increasing  the  span  of  control  will  require  changes  in  the  way  we  do 
our  work;  it  will  change  roles,  responsibilities  and  methods  of  accountability  and  will  require 
new  methods  of  working  together,  including  the  use  of  innovative  management  techniques,  such 
as  self-managed  teams  and  matrix  management,  discussed  above 

®  as  part  of  our  delayering  exercise,  ministry  offices,  with  staff  involvement,  will  be  asked  to 
implement  innovative  management  techniques  appropriate  for  their  workplace;  offices  that 
currently  have  such  management  techniques  in  place  will  continue  to  monitor  and  evaluate  them 


®  as  part  of  the  Ministry  Training  Framework  (see  Appendix  E,  p.4),  training 
innovative  management  techniques  and  how  to  implement  them 

Reasons  for  New  Directions: 


wil 


be  provided  about 


these  exercises  address  concerns  about  the  number  of  management  layers  identified  by  ministry 
employees  during  the  strategic  planning  process:  see  Direction  5  of  the  Strategic  Plan  which 
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recommends  that  the  need  for  every  layer  of  management  in  the  ministry  be  assessed  and  layers 
eliminated  that  cannot  be  justified 

®  delayering  and  increasing  the  span  of  control  offer  the  opportunity  not  only  to  eliminate 
administrative  inefficiencies  and  improve  service  delivery,  but  also  to  give  staff  greater  control 
over  their  work  and  to  improve  internal  communications  and  accountability 

•  the  use  of  innovative  management  techniques  complements  delayering  and  increasing  the  span 
of  control  which,  in  certain  cases,  will  require  a  reorganization  of  work  away  from  traditional 
structures  and  towards  work  processes  and  relationships  that  cross  functional  lines  and  rely  upon 
self-managed  teams  and  shared  accountability 

Implementation  of  New  Directions: 

®  generally  speaking,  the  implementation  process  for  delayering  and  increasing  the  span  of  control 
will  be  two-pronged: 

=>  where  appropriate,  these  exercises  will  be  carried  out  as  part  of  the  implementation  of  other 
ministry  organizational  directions 

=>  for  those  parts  of  the  ministry  not  affected  by  these  organizational  directions,  a  September, 
1994  deadline  will  be  set  for  analyzing  the  number  of  layers  and  span  of  control  and  for 
reporting  back  to  the  Division  Head  with  an  appropriate  plan,  with  assistance  to  be  provided 
by  the  Human  Resources  Branch 

®  staff  should  be  consulted  and  directly  involved  in  the  process 

•  as  noted  above,  as  part  of  the  delayering  exercise,  ministry  offices  will  be  asked  to  identify  new 
opportunities  for  the  use  of  innovative  management  techniques 
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Communicating  with  Employees 


M  V: 


Background: 


®  "open  and  effective  communication  with  employees"  was  identified  as  an  important  goal  of  the 
Strategic  Plan  (see  Direction  2:  "Create  an  Environment  of  Openness,  Trust  and  Respect") 

*  this  goal  includes  both  improving  the  ministry's  internal  communication  function  -  getting 
information  to  employees  in  an  open  and  timely  way  -  and  fostering  an  open,  timely  two-way 
dialogue  with  employees  -  ensuring  a  strong  employee  voice 

New  Directions: 

®  the  ministry  is  committed  to  improving  communication  with  employees  and  has  initiated  a 
number  of  new  directions  in  this  regard  which  are  discussed  below 

®  as  well,  by  June,  1994,  an  Internal  Communications  Framework  will  be  in  place  which  will 
clarify  roles  and  responsibilities  with  respect  to  the  communication  of  information  within  our 
ministry.  The  Framework,  for  example,  will  include  minimum  standards  for  communicating 
information  to  staff,  including  holding  regular  staff  meetings,  preparing  minutes  of  the  meetings 
and  distributing  to  all  staff,  and  disseminating  ministry  communications  on  receipt. 

®  in  addition,  the  Strategic  Planning  Implementation  Team  will  be  considering  other  ways  to 
improve  communications 

(a)  Improving  the  Communication  of  Information  to  Employees 

®  examples  of  ministry  directions  to  improve  communication  include: 


Ministry  Training  Framework  (see  Tab  E,  p.4)  -  wil 
communication  skillstraining 


ensure  that  managers  receive 


E-mail  -  the  ministry  is  committed  to  ensuring  that  E-mail  is  more  w'idely  available  to 
employees  and  used  as  a  corporate  information  vehicle 

Your  MAG  et  Vous  -  was  converted  from  a  quarterly  to  a  monthly  publication  in  order 
to  provide  staff  with  more  timely  and  focused  information  about  ministry  activities;  the 
number  of  newsletters  being  circulated  to  staff  has  been  reduced  by  ten  and  information 
consolidated. into  publications  such  as  Your  MAG  et  Vous 

Editorial  Board  -  a  special  editorial  board  has  been  established  for  Your  MAG  et  Vous 
with  representatives  from  all  divisions,  as  well  as  regional  representation 

MAG/Net  -  an  employee  "news  bulletin"  communication  vehicle  was  recently  introduced 
which  provides  staff  with  fast-breaking  news  about  ministry  issues  and  initiatives 

Senior  Management  Committee  (SMC)  Decisions  -  since  February,  1994,  MAG/Net  has 
been  used  to  communicate  decisions  made  at  SMC  to  employees  on  a  weekly  basis 
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=>  Ministry  Priorities  Document  -  information  about  ministry  priorities  will  be  provided  to 
employees  every  6  months 

=>  Improved  SMC  Visibility  -  the  ministry  is  committed  to  greater  SMC  visibility  outside 
Toronto  on  a  more  regular  basis;  updates  on  these  visits,  together  with  commonly  asked 
questions  and  answers,  will  be  published  in  Your  MAG  et  Vous 

=>  Central  Mail  Services  -  Communications  Branch  is  working  with  the  central  mail  service 
to  improve  corporate  distribution  systems  in  order  to  ensure  timely,  targeted 
communications  to  all  staff 

(b)  Ensuring  a  Strong  Employee  Voice 

©  examples  of  ministry  directions  to  foster  a  strong  employee  voice  include: 

=>  Interdivisional  Project/Work  Teams  -  the  ministry  is  committed  to  using  more 
interdivisional  teams,  that  are  broadly  representative  of  the  ministry  and  include  a 
field  voice,  to  work  on  special  projects  and  corporate  exercises;  an  example  of  such 
a  team  is  the  Strategic  Planning  Implementation  Team,  which  was  recently  created 
to  assist  in  implementing  the  Strategic  Plan 

=>  Staff  Involvement  in  Decision-Making  -  the  ministry  is  committed  to  ensuring  that 
there  is  greater  staff  involvement  on  decision-making  bodies,  such  as  subcommittees 
of  SMC  (see  Tab  D,  p. 30)  and  other  ministry  committees 

=>  Staff  Involvement  in  Policy  Process  -  the  ministry  is  committed  to  involving  staff 
responsible  for  implementing  policy,  as  well  as  other  staff,  at  an  earlier  stage  in  the 
policy  development  process  through  such  means  as: 

•  staff  representation  on  the  Policy  Subcommittee  of  SMC  (see  Tab  D,  p. 2 7) 

•  notifying  staff  about  policy  initiatives  through  Your  MAG  et  Vous  and  MAG/Net  and 
inviting  feedback 

•  special  policy  consultation  sessions  where  members  of  SMC  and  the  Policy  Division 
will  meet  with  staff  in  the  regions,  in  legal  branches  and  at  Head  Office  to  discuss 
policy  issues  under  consideration 

=*  Permanent  Strategic  Planning  Office  -  the  Strategic  Planning  Office  will  be  made 
permanent  because  of  the  importance  of  continuing  a  collaborative  and  consultative 
strategic  planning  process  and  providing  staff  with  an  identifiable  forum  to  which 
they  can  direct  ideas  for  change  (see  Tab  D,  p.36) 

Reasons  for  New  Directions: 

•  as  discussed  above,  improving  communications  with  employees  is  an  important  goal  of  the 
Strategic  Plan 

©  throughout  the  strategic  planning  consultation  process,  ministry  staff  commented  on  the 
importance  of  keeping  staff  informed  in  a  timely  way,  removing  barriers  to  the  flow  of 
information  within  the  ministry,  and  replacing  the  climate  of  secrecy  in  our  dealings  with 
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openness 


•  as  well,  the  importance  of  obtaining  regular  advice  and  feedback  from  staff  and  more  actively 
involving  them  in  decision-making  was  emphasized 


Implementation  of  New  Directions: 


¥ 


•  most  of  the  new  directions  discussed  above  are  already  in  operation  or  will  be  implemented 
shortly 


•  an  Internal  Communications  Framework  will  be  in  place  by  June,  1994 

additional  ways  to  improve  communications  identified  by  the  Strategic  Planning  Implementation 


Team  will  be  put  into  operation  as  part  of  the  implementation  phase  of  Strategic  Planning 
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Corporate  Information  Technology  Strategy 


Background: 

•  during  the  strategic  planning  consultation  process,  concern  was  expressed  that  information 
technology  was  not  being  acquired  in  an  equitable  way,  according  to  need;  it  was  noted  that  not 
all  offices  in  the  ministry  have  the  same  level  of  information  technology  equipment  and  services, 
and  that  not  all  of  the  systems  currently  in  place  are  compatible 

•  under  Direction  4  of  the  Strategic  Plan  -  "Give  employees  the  tools  to  do  the  job",  it  is  proposed 
that  the  development,  acquisition,  and  deployment  of  technological  equipment  and  software 
used  across  the  ministry  should  be  standardized,  ensuring  that  compatible  equipment  and 
programs  are  used 

•  in  response  to  this  recommendation,  a  Corporate  Information  Technology  Strategy  was  developed 
and  approved  by  Senior  Management  Committee  (SMC)  in  November,  1993;  the  Information 
Technology  Integration  Project,  which  is  discussed  below,  was  initiated  to  implement  a 
significant  component  of  the  strategy 

•  the  Corporate  Information  Technology  Committee  (CITC),  which  is  a  formal  subcommittee  of 
Senior  Management  Committee,  was  created  in  1992  to  make  recommendations  and  decisions 
with  respect  to  technology  project  priorities  and  funding,  establish  standards,  policies  and 
procedures,  and  provide  strategic  direction;  while  CITC  has  made  progress  in  providing  overall 
coordination  and  guidance,  information  technology  management  is  still  largely  decentralized 

•  over  the  past  year,  the  ministry  has  continued  to  expand  the  technology  infrastructure  needed 
for  effective  communications  and  information  sharing:  for  example,  most  of  the  computer  systems 
at  Head  Office  are  now  interconnected;  a  Wide  Area  Network  (WAN)  is  being  installed 
throughout  the  province  to  interconnect  other  existing  local  computer  networks;  and  electronic 
mail  (E-mail)  has  been  expanded  to  all  Regional  Courts  Administration  Offices  and  more  local 
court  offices 

New  Directions: 

•  in  keeping  with  the  Corporate  Information  Technology  Strategy,  the  ministry  will,  in  consultation 
with  all  divisions: 

=>  streamline  the  decision-making  process  for  determining  corporate  technology  priorities 

=*  broaden  the  ministry's  communications  capability  to  ensure  that  all  locations  can  be 
connected  to  exchange  messages  and  documents 

=>  develop  communication  strategies  to  ensure  that  information  technology  information  is 
disseminated  in  a  timely,  effective,  and  focused  way 

=>  develop  information  technology  training  strategies  to  ensure  that  users,  program  managers 
and  information  technology  staff  are  better  able  to  carry  out  their  responsibilities 


Tab  E,  Page:  1 
New  Directions ,  May  1994 


=>  create  a  client-focused  centralized  technology  branch  with  the  overall  responsibility  for 
managing,  funding  and  ensuring  that  information  technology  is  supported  equitably  and 
consistently  in  keeping  with  ministry  priorities 

®  the  Information  Technology  Integration  Project  was  created  with  the  following  mandate: 

=»  to  develop  structural  options  for  the  centralized  technology  branch,  in  consultation  with  all, 
divisions  and  a  cross-section  of  ministry  employees 

=>  to  define  the  roles  and  responsibilities  of  all  information  technology  stakeholders 

=>  to  recommend  funding  options  to  support  a  more  centralized  and  equitable  approach  to* 
acquiring  information  technology 

=>  to  address  the  issue  of  technology  support,  and 

=>  to  prepare  an  implementation  plan 

®  the  ministry  will  continue  to  expand  the  necessary  technological  infrastructure  needed  to  ensure 
effective  and  timely  communication,  and  to  support  the  ministry  direction  towards  a  greater 
delegation  of  decision-making  to  the  regions 

•  the  ministry  will  continue  to  look  for  new  ways  to  improve  service  delivery  by  implementing, 
where  feasible,  new  system's  applications  such  as  electronic  funds  transfers  and  electronic  forms 

Reasons  for  New  Directions: 

•  technology  is  particularly  important  to  our  ministry  because  of  its  regional  structure  with  offices 
throughout  the  province;  further,  effective  delegation  of  decision-making  to  the  regions  cannot 
occur  unless  the  necessary  information  technology  is  in  place 

•  technology  is  an  important  tool  and  integral  to  our  ministry  being  able  to  serve  diverse  clients 
and  members  of  the  public  quickly  and  efficiently,  and  to  enable  employees  to  communicate 
effectively  with  one  another 

®  as  discussed  above,  the  Corporate  Information  Technology  Strategy  was  developed  to  address 
concerns  raised  during  the  strategic  planning  consultation  process  with  respect  to  an  inequitable 
distribution  of  information  technology  across  the  ministry 

•  the  largely  decentralized  system  of  information  technology  management,  whereby  each  Division 
develops  and  implements  its  own  information  technology  projects  has  not  worked  well  and  has 
resulted  in  some  offices  having  greater  access  to  technological  equipment  and  support  than 
others 

•  the  Corporate  Information  Technology  Strategy  will  attempt  to  rectify  those  inequities  by  ensuring 
that  information  technology  is  centrally  managed  and  equitably  funded  and  supported 

Implementation  of  New  Directions: 

•  the  Information  Technology  Integration  Project  has  completed  Phase  One  of  the  project,  an 
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analysis  of  the  hardware,  software  and  technology  support  resources  in  the  ministry 

Phase  Two  is  currently  underway;  all  divisions  and  a  cross  section  of  ministry  employees  are 
being  consulted  to  assist  the  project  team  in  preparing  an  implementation  plan  which  will 
include: 

=>  options  for  the  organizational  structure  of  the  new  information  technology  branch 

=>  the  roles  and  responsibilities  of  all  stakeholders,  including  the  Divisions,  systems  personnel, 
the  new  information  technology  branch  and  CITC,  with  respect  to,  for  example,  systems 
maintenance  and  support,  new  applications,  information  technology  planning  and  policy 
development 

=>  funding  options  to  support  a  more  equitable,  corporate  approach  to  information  technology 
implementation  of  the  plan  will  be  underway  by  June,  1994 

by  the  end  of  1994,  the  ministry's  wide  area  computer  network  will  be  expanded  to  connect 
another  15  to  20  major  offices  to  permit  electronic  mail,  document  transfer,  and  other  business 
applications;  by  the  end  of  1 995,  all  ministry  offices  will  be  interconnected  by  computer  network 

a  streamlined  information  technology  planning  process  has  been  developed  for  1994  and  the 
following  ten  corporate  technology  priorities  are  being  implemented: 

1.  Integrated  Safety  Project  (ISP) 

2.  Information  Technology  Infrastructure 

3.  Investment  Strategy 

4.  Information  Technology  Integration  Project 

5.  Financial  Information  System  (FIS)  Decentralization 

6.  Maintenance  Enforcement  Computerized  Accounting  (MECA) 

7.  Public  Trustee  -  Substitute  Decisions  Project 

8.  Corporate  Information  Technology  Planning  and  Policies 

9.  Re-engineering  of  Court  Process 

10.  Civil  Program  Review 

a  training  strategy  as  part  of  the  Ministry's  Training  Framework  has  been  developed  to  ensure  that 
staff  receive  the  necessary  information  technology  training  (see  Tab  E,  p.4) 

a  communications  strategy  has  been  developed  and  is  in  place  to  ensure  that  information  about 
ministry  computer  technology  is  provided  to  all  staff  in  a  timely,  focused  and  consistent  way. 
For  example,  information  will  be  consolidated  in  one  newsletter  and  distributed  to  staff  on  a 
quarterly  basis 
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Corporate  \ 

strategy  '  Ministry  Training  Framework 


Background: 

®  the  strategic  planning  consultation  process  identified  a  number  of  shortcomings  with  respect  to 
the  amount  and  type  of  training  the  ministry  provides  to  staff  and  managers,  and  accessibility  of 
training  opportunities 

•  under  Direction  3  of  the  Strategic  Plan  -  "Demonstrate  a  commitment  to  employees  and  their 
development",  it  is  proposed  that  a  ministry  policy  on  staff  training  and  development  be 
implemented  based  on  the  strategic  priorities  for  the  ministry  that: 

=>  gives  employees  the  tools  to  do  their  job 

=>  includes  innovative  and  cost  effective  methods  of  training  and  on-the-job  learning 
experiences 

=>  emphasizes  practical  training  on  equity  issues 

•  in  response  to  this  recommendation,  a  ministry  framework  for  employee  training  and  education 
was  developed  and  approved  by  Senior  Management  Committee  (SMC)  in  January,  1994 

®  it  was  developed  with  extensive  input  from  representatives  of  various  Education  Committees, 
Division  Management  Committees,  ministry  equity  programs  and  Division  Heads 

•  the  goal  of  this  new  framework  is  to  put  into  place  the  processes  necessary  to  ensure  that  all 
employees  have  equitable  access  to  the  skills  and  knowledge  they  need  to  do  their  jobs 

New  Directions: 


a)  Types  of  Training 

•  the  following  four  types  of  training  will  be  made  available: 


Corporate  Education  &  Training: 


Team  Learning: 


Operational  Education  &  Training: 


which  will  include  orientation  programs,  core 
management  skills  training,  and  equity  training. 
Corporate  initiatives  will  be  funded  centrally  by  the 
ministry 

which  will  give  small  groups  of  employees  at  all 
levels  and  locations  in  the  ministry  the  opportunity  to 
design  and  pursue  their  own  learning  experiences  in 
order  to  increase  the  skills  and  effectiveness  of  their 
group  or  team.  Group  proposals  that  qualify  will  be 
funded  centrally  by  the  ministry 

which  will  provide  members  of  offices  or  work  units 
with  the  basic  knowledge  and  skills  they  need  to  do 
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their  job,  including  professional  training.  This  type  of 
training  will  also  support  the  introduction  of  new 
technology  or  business  processes.  Funding  will  be 
provided  from  Divisional  funds  or  local  operating 
budgets 

=>  Individual  Learning:  which  will  provide  limited  access  to  individual 

learning  because  of  the  cost-effectiveness  of  group 
training.  It  will  be  made  available  only  where  the 
need  for  specialized  skills  training,  outside  of  group 
training,  has  been  identified. 

b)  Delivery  and  Coordination 

•  recognizing  that  the  Ministry  is  geographically  diverse  and  encompasses  a  wide  variety  of 
programs  which  require  a  range  of  skill  sets,  delivery  of  training  will: 

==>  promote  the  use  of  cost-effective  innovative  alternatives  to  traditional  classroom  learning. 
Examples  of  alternative  delivery  include  telebroadcasting,  train-the-trainer,  group  study, 
mentoring,  and  interactive  software 

=>  involve  trainees  in  the  design  of  the  learning  experience 

=>  when  the  training  event  is  over,  ensure  that  materials  and  tools  are  retained  locally  to  allow 
for  ongoing  use 

=>  pursue  training  opportunities  with  other  ministries 

•  the  framework  also  proposes  a  balanced  approach  between  central  and  local  coordination: 
corporate  training  initiatives  will  be  centrally  coordinated;  operational  training  initiatives  will 
be  locally  coordinated 

c)  Evaluation 


•  the  training  framework  will  include  an  evaluation  component,  which  will  involve  the 
participation  of  all  staff 

•  an  Annual  Report  on  Training  will  be  prepared  in  order  to  provide  staff  with  information  about 
different  training  activities,  including  the  type,  cost,  and  an  evaluation  of  their  effectiveness. 

Reasons  for  New  Directions: 

•  as  discussed  above,  the  ministry  training  framework  was  developed  in  order  to  address  concerns 
raised  during  the  strategic  planning  consultation  process  with  respect  to  lack  of  training  in  some 
areas,  as  well  as  unequal  access  to  training  opportunities 

Implementation  of  New  Directions: 

•  the  Human  Resources  Planning  Committee  (HRPC),  a  sub-committee  of  SMC,  (see  Tab  D,  p. 30) 
has  the  mandate  to  provide  strategic  leadership  in  human  resources  management,  including 
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overall  responsibility  for  the  implementation  of  the  ministry  training  framework 

each  Division  will  be  required  to  prepare  annual  training  plans  relating  to  their  operational, 
corporate  and  individual  training  requirements;  Divisions  are  currently  in  the  process  of 
preparing  such  plans  for  1994/95  which  will  be  submitted  to  the  Ministry  Education  Committee 
by  June,  1 994 

Divisions  will  retain  responsibility  for  designing,  delivering,  evaluating  and  funding  operational 
training 

the  Ministry  Education  Committee,  a  subcommittee  of  HRPC,  which  was  constituted  in  March, 
1994  and  consists  of  representatives  from  the  Divisions,  the  Equity  Offices  and  the  Human 
Resources  Branch,  will  by  July,  1994: 

=>  review  each  Division's  training  plan  to  ensure  that  training  proposals  are  coordinated,  and 

=>  develop  for  HRPC  approval  a  multi-year  corporate  education  and  training  strategy  and  a 
corporate  education  and  training  agenda  for  1994/95 

the  corporate  education  and  training  program  for  1994/95  will  be  in  place  by  the  Fall,  1994 

a  Team  Learning  Committee  will  be  established  by  early  Summer,  1994  through  an  open 
competition  process.  The  committee  will  be  responsible  for  reviewing  applications  for  team 
learning  opportunities  and  making  recommendations  to  HRPC  regarding  funding  priorities 

the  team  learning  program  will  be  operational  by  the  Fall,  1994 
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